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1.1.0 Introduction 
The main responsibity of management is to guide the 
employees and to observe their work. Developing countries have a 
huge natural and human resources but due to improper 
management, economic progress is less. Management is a group 
activity of human strength and material things. Managers are not 
the administrator but agents of changes. The work of management 
is to maintain good condition so that employees can work together 
to achieve common goal with efficiency. 
Now-a-days, there is no sector in which services of 
employees are not taken. When their work is so important, their 
Job Satisfaction is also very important point to be considered. 
Therefore, the researcher wants to look inside the Job Satisfaction 
level of employees of Municipal Corporation.  
Municipal Corporation occupies a key place in the Indian 
economy in terms of employment and investment. Over the years, 
Municipal Corporation have grown both in number and size and 
spread to most of the vital sectors of the economy. They were 
conceived as powerful tools in the process of economic 
development. 
Municipal Corporations are expected to fulfill the social as 
well as economic obligation to ensure all round development of the 
economy. But un- fortunately, due to many reasons most of the 
time many municipal corporation are not able to fulfill the 
promises for which municipal corporation have been established. 
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1.2.0 Statement of the Present Study 
The present investigation was entitled as: A COMPARATIVE 
STUDY OF JOB SATISFACTION AMONG THE EMPLOYEES, BASED 
ON SELECTED BACKGROUND VARIABLES, OF MUNICIPAL 
CORPORATION IN GUJARAT: A STUDY OF SAURASHTRA REGION. 
Following seven municipal corporations were located in the 
Gujarat state but the researcher chooses four Municipal 
Corporation of Saurashtra Region for the sample in the research of 
this study. 
1. Ahmedabad Municipal Corporation 
2. Surat Municipal Corporation 
3. Vadodara Municipal Corporation 
4. Bhavnagar Municipal Corporation 
5. Rajkot Municipal Corporation 
6. Jamnagar Municipal Corporation 
7. Junagadh Municipal Corporation 
In the present study, the researcher has chosen the class-I, class-II, 
class-III, and class-IV employees for the data collection with 
reference to their Cadre of job, Gender, Marital Status, Type of 
Family, Age, Length of Service, Brought up environment, 
Category, Educational Qualification, Educational Stream, Place of 
the Job, Annual Income, Social Status, Physical Health, Family 
Environment, Family Tension, and Work Environment. 
 
1.3.0 Objectives of the study 
 To assess the relationship between the Gender and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
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 To assess the relationship between the Marital Status and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Type of Family and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Category and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Place of the Job and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Cadre of Job and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Age and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Length of Service and 
Job Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between Brought up Environment 
and Job Satisfaction of the employees of Municipal 
Corporation of Saurashtra Region. 
 To assess the relationship between the Education Qualification 
and Job Satisfaction of the employees of Municipal 
Corporation of Saurashtra Region. 
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 To assess the relationship between the Education Stream and 
Job Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Annual Income and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Social Economic Status 
and Job Satisfaction of the employees of Municipal 
Corporation of Saurashtra Region. 
 To assess the relationship between the Physical Health and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region.  
 To assess the relationship between the Work Environment and 
Job Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Family Tension and Job 
Satisfaction of the employees of Municipal Corporation of 
Saurashtra Region. 
 To assess the relationship between the Family Environment 
and Job Satisfaction of the employees of Municipal 
Corporation of Saurashtra Region. 
 
1.4.0 Hypothesis 
1. There is no significant difference in the Job Satisfaction of Male 
and Female employees of various Municipal Corporation of 
Saurashtra Region. 
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2. There is no significant difference in the Job Satisfaction of 
Married and Unmarried employees of various Municipal 
Corporation of Saurashtra Region. 
3. There is no significant difference in the Job Satisfaction of Joint 
and Separate Family employees of various Municipal 
Corporation of Saurashtra Region  
4. There is no significant difference in the Job Satisfaction of 
General and Reserve Category employees of various Municipal 
Corporation of Saurashtra Region. 
5. There is no significant difference in the Job Satisfaction of 
employees of various Municipal Corporation who are working 
in their Own District and Other District of Saurashtra Region. 
6. There is no significant difference in the Job Satisfaction among 
the employees of various Municipal Corporation of Saurashtra 
Region. 
7. There is no significant difference in the Job Satisfaction of 
employees, having different Brought up Environment. 
8. There is no significant difference in the Job Satisfaction of the 
different Age‘s employees of various Municipal Corporation of 
Saurashtra Region. 
9. There is no significant difference in the Job Satisfaction among 
the employees, having different Length of Services, of various 
Municipal Corporation of Saurashtra Region. 
10. There is no significant difference in the Job Satisfaction of 
employees, having different Educational Qualification of 
various Municipal Corporation of Saurashtra Region. 
11. There is no significant difference in the Job Satisfaction of 
employees, having different Educational Stream of various 
Municipal Corporation of Saurashtra Region. 
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12. There is no significant difference in the Job Satisfaction of 
employees, having different Annual Income  
13. There is no significant difference in the Job Satisfaction of 
employees, having Different Social Economic Status of various 
Municipal Corporation of Saurashtra Region. 
14. There is no significant difference in the Job Satisfaction of 
employees, having Different Physical Health of various 
Municipal Corporation of Saurashtra Region. 
15. There is no significant difference in the Job Satisfaction of 
employees, having different Work Environment of various 
Municipal Corporation of Saurashtra Region.   
16. There is no significant difference in the Job Satisfaction of 
employees, having different Family Tension of various 
Municipal Corporation of Saurashtra Region.   
17. There is no significant difference in the Job Satisfaction of 
employees, having Different Type of Family Environment of 
various Municipal Corporation of Saurashtra Region. 
 
1.5.0 Significance of the of the Study 
Each and every research may be useful for someone. This 
study will be helpful in many ways. 
1. This study will be helpful to the educators to know about the 
Job Satisfaction of the Municipal Corporation of the Saurashtra 
Region. 
2. Municipal Commissioner can identify the Job Satisfaction of 
employees through this research. 
3. The study will be helpful to the Municipal Corporation for the 
improvement of their employees.   
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4. The study will be helpful to the Organization like Local Self 
Government. 
5. In the age of Globalization, Privatization and Liberalization. 
The study would help to improve the efficiency and working 
skills of the all employees of the Municipal Corporation of the 
Saurashtra Region.  
6. The study will be helpful to increase the knowledge and will 
give proper guideline to the researcher who is interested to 
make additions to the subject of commerce and psychology.  
7. Educated society will know about the situation of employees of 
Municipal Corporation and their Job Satisfaction. 
8. The findings of the study will be helpful to the Municipal 
Commissioner. 
9. The findings of the study will be useful to the Educationist. 
 
1.6.0 Variables 
An expression that can be assigned any of the set of the 
value is known as variable. It is the condition or characteristic that 
the investigator manipulates controls or observes. Thus, it is likely 
to change at any time, having a range of possible value. The 
present study was the survey type of research that involved various 
variables as following. 
 
1.6.1. Independent Variable  
It is the factor which is measured, manipulated, or selected 
by the investigator to determine its relationship to an observed 
phenomenon. Independent variable is also consigned as the 
treatment. The independent variables in the present study were 
Cadre of Job, Gender, Marital status,  Category, Type of family, 
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Marital status, Age, length of service, Educational qualification, 
Educational stream, Place of the job, family environment, family 
tension, and work environment.  
 
1.6.2. Dependent Variable 
It is that factor which is observed and measured to determine 
the independent variable, i.e., the factor that appears, disappears, or 
varies as the experimenter introduces, removes or varies the 
independent variable. In the present study dependent variables was 
considered, Employees Job Satisfaction. 
 
1.6.3. Controlled Variable 
The factors, which are controlled by the researcher to 
remove or neutralize any effect, are known as control variable. 
They might otherwise have on the observed phenomenon. 
Following were considered as the control variable during the 
experiment. 
1. Content or Topic 
2. Timings of the Survey 
3. Employees of Municipal Corporation 
 
1.6.4. Presentation of the Variables of the study 
Table 1.1 presented the dependent and the independent 
variables included in the study.  
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Table: 1.1 
Variables of the present study 
 
Sr. 
 
Name of variable Type of Level 
 
1 Gender Independent 
2 Marital Status Independent 
3 Type of Family Independent 
4 Category Independent 
5 Place of the Job Independent 
6 Cadre of Job Independent 
7 Brought up environment Independent 
8 Age Independent 
9 Length of Service Independent 
10 Educational Qualification Independent 
11 Educational Stream Independent 
12 Annual Income Independent 
13 Social Economic Status Independent 
14 Physical Health Independent 
15 Work Environment Independent 
16 Family Tension Independent 
17 Family Environment Independent 
18 Job Satisfaction Dependent 
 
 
1.7.0 Research Methodology 
1.7.1 Research Design 
The research intended to collect primary data from the 
employees of Municipal Corporation of Saurashtra Region, in the 
form of well developed tool questionnaire having response a five 
point scale. A score will be derived from above mentioned 
questionnaire. Such score shall be analyzed employees wise and 
Municipal Corporation wise for arriving a proper measurement. A 
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Job Satisfaction level of the employees and there influencing 
factors. The design of the study is exclusively depend on the 
primary information collected as first a municipal corporation. 
 
1.7.2 Universe of the Study  
The Universe or population means, the entire mass of 
observation, which is the parent group from which a representative 
sample is chosen for the collection of the data and for whom the 
researcher derives on the findings. The universe of the study 
consists of all the Municipal Corporation situated in Gujarat State. 
The information about Municipal Corporation retrieved from the 
internet, various dairies of Municipal Corporation, newspapers and 
magazines. 
 
1.7.3 Nature of the Study 
Seven municipal corporations situated in Gujarat State but a 
researcher chooses four municipal corporation of Saurashtra region 
for study. Since the number of employees working in the municipal 
corporation of the Saurashtra Region which, is quite big and as the 
study being undertaken by an individual researcher, it may be 
beyond the capacity of individual researcher to pursue the study on 
hundred percent enumerative basis; Hence, the study has been 
carried out on the basis of an adequate size of sampled employees 
of Municipal Corporation of Saurashtra Region. 
 
1.7.4 Scope of the Study 
The study is mainly intended to concentrate on the one 
dependent variable job satisfaction. The probing of other dependent 
variables excluded like motivation, adjustment etc. The study is 
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included 10 class-I, 10 Class-II, 20 Class-III and 20 Class-IV 
employees from each Municipal Corporation of Saurashtra Region. 
The employees of Municipal Corporation of Saurashtra Region 
have been surveyed to examine their Job Satisfaction in reference 
to their Gender, Marital Status, Types of Family, Category, Place 
of the Job, Cadre of job, Brought up environment, Age, Length of 
Service, Educational Qualification, Educational Stream, Annual 
Income, Social economic Status, Physical Health, Work 
Environment, Family Tension, Family Environment. Absentee 
employees on a particular day of data collection have also been 
excluded. 
 
1.7.5 Sample of the Study 
Strategic random sample method was used for select the 
sample of the study. All employees of Jamnagar, Bhavnagar, 
Junagadh, Rajkot Municipal Corporation are thought to be 
considered. For this purpose a list of all employees of different 
departments of Municipal Corporation was obtained. From this list 
10-class-I, 10-class-II, 20-class-III and 20-class-IV employees 
were selected from each Municipal Corporations after giving 
weightage to various functional departments, experience, age, 
married and other relevant factors for sample of the study. Thus the 
sample size for the study is as follow: 
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Sample Size 
 
Class-I 
RMC BMC JMC JUMC Total 
10 10 10 10 40 
Class-II 10 10 10 10 40 
Class-III 20 20 20 20 80 
Class-IV 20 20 20 20 80 
Total 60 60 60 60 240 
 
1.7.6 Research Method  
The present study is mainly of opinion survey nature. This 
study will be a research, based on the primary data and information 
collected from various sources of secondary data. The information 
will be analyzed with the use of scientific tools and techniques. 240 
employees of the municipal corporation were included in sample 
for the information of their Cadre of job, Gender, Marital Status, 
Type of Family, Age, Length of Service, Brought up environment, 
Educational Qualification, Educational Stream, Place of the Job, 
Annual Income, Social Status, Physical Health, Family 
Environment, Family Tension, Work Environment.  
 
1.7.7 Selection of the Tool 
Questionnaire is used to collect the information from sample 
of the study. ―Job Satisfaction‖ Scheduled prepared by Dr. Daxa C. 
Gohil was used here as a questionnaire for the measurement of the 
Job Satisfaction of employees of the municipal corporation of 
Saurashtra Region who included in the sample of the study. 
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1.7.8 Method of Data Collection 
The data was collected from the sample for the fulfillment of 
research objectives and to verify the research hypotheses with the 
use of tool. The data was collected to measure the Job Satisfaction 
of employees of Municipal Corporation.  
The data for the proposed study would be collected from the 
following sources.  
 
Primary Data: The primary data for the study has been collected 
through the Job Satisfaction questionnaire. Job Satisfaction 
Scheduled prepared by the Dr. Daxa C. Gohil was used here as a 
questionnaire for the measurement of job satisfaction of employees 
included in the sample. In questionnaire general instruction was 
given on the front page. Second page includes personal information 
of employees as well as seventeen variables of the study. 
Questionnaire includes twenty three questions along with necessary 
information.  
There was no time limit for tool. The responses of 
employees were obtained by researcher in Rajkot and Junagadh 
Municipal Corporations by oneself. The researcher had gone the 
Municipal Corporation and given the questionnaire to employees 
and also given necessary instructions, while fill the tools. For the 
data collection in other Municipal Corporations, the tools were sent 
to the various Municipal Corporations. Thus, the data collected 
with the help of relatives and friends working in Municipal 
Corporation. 300 tools were sent about employees. Out of them, 
researcher selected 240 tools were returns with response 
completely. About eighty percent employees supported and 
cooperated here. Some employees denied for information and some 
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tools were not completed too. Thus, the data collected through this 
channel.  
Secondary Data: The researcher has collected secondary data as 
per the requirement from the secondary sources viz. Internet, 
periodicals, journals, magazines, newspapers, etc. 
 
1.7.9 Method of Data analysis 
The data was collected from the sample for the fulfillment of 
the objective and to verify the research hypothesis with the use of 
questionnaire.  
Job Satisfaction Questionnaire was implemented on 
employees according to seventeen different variables of the study. 
There were seventeen null hypotheses were formulated in present 
study. The collected data analyzed with the help of SPSS program 
with computer. ‘t‘-test and  ANOVA were used for the analysis.  
The ANOVA technique is important in the context of all 
those situations where researcher want to compare more than two 
populations. ANOVA is essentially a procedure for testing the 
difference among different groups of data for homogeneity. There 
may be variation between samples and also within sample items. 
ANOVA consists in splitting the variance for analytical purpose. 
Hence, it is a method of analyzing the variance to which a response 
is subject into its various components corresponding to various 
sources of variation. 
The basic principle of ANOVA is to test for differences 
among the means of the populations by examining the amount of 
variation within each of these samples relative to the amount of 
variation between the samples. In terms of variation within the 
given population it is assumed that the values of (Xif) differ from 
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the mean of this population only because of random effects i.e. 
there are influences on (Xif) which are unexplainable, whereas in 
examining differences between populations we assume that the 
difference between the mean of the population and the grand mean 
is attributable to what is called a ‗specific factor‘ or what is 
technically described as treatment effect.  
Thus while using ANOVA. One‘s assume that each of the 
samples is drawn from a normal population and that each of these 
populations has the same variance. One does also assume that all 
factors other than the one or more being tested are effectively 
controlled. This in other words, means that one assumes the 
absence of many factors that might affect our conclusions 
concerning the factors to be studied. 
For ANOVA the calculated value of F is compared with the 
table value for v1 and v2 at 5% and 1% level of significance. If 
calculated value of F is greater than the table value then the F ratio 
is considered significant and the null hypothesis is rejected. On the 
other hand, if calculated value of F is less than the table value then 
null hypothesis is accepted. Many variables were divided into more 
than two groups, for this ANOVA was calculated viz, Cadre of job, 
Age, Length of service, Brought up environment, Educational  
qualification, Educational stream, Annual income, Social economic 
status, Physical health, Work environment, Family tension and  
Family environment. 
The ‘t’-test is used to decide the mean score of significance 
between two groups. The mean score of two groups is not 
significantly different means both mean scores are as same as for 
the both groups select from the population. It means Ho: q1 =q2 
(Here q1 and q2 are assuming mean score of population) t-test was 
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used for verify the hypotheses of the present study. The pre 
assumption of t-test depends on following steps. 
1. Sample of the study should be selected randomly 
2. Collected data should be presented in an Interval Measurement 
Method. 
3. The characteristics of the variables should be expanded parallel 
in population. 
Null hypotheses were not accepted when the t- value is 
found 1.96 or more. It means Ho: q1=q2. Null hypotheses are not 
accepted. It means Ho: q1≠q2 means the difference of the mean 
score of both groups depends on incidental events. Null hypotheses 
were accepted when t-value found 1.96 or less. Many variables of 
Job Satisfaction Questionnaire were divided into two groups.  
Mean score and Standard Deviation of each group was found. 
Significant difference of mean score of Job Satisfaction 
Questionnaire was verified through t-test. Gender, Marital status, 
Place of the job, Category and Type of family were divided in two 
groups.  
 
1.8.0 Limitations of the Study 
1 The present study included the employees of the Municipal 
Corporation of Saurashtra Region in the sample. 
2 The present study is limited to the municipal corporations 
situated only at the district head quarters of the Saurashtra 
Region. 
3 The present study is not intended to undergo any other 
aspect of the municipal corporation of the Saurashtra 
Region. 
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4 The limitations of the tool will be the limitations of the 
research. 
5 The study is limited to the present employees of the 
municipal corporation of the Saurashtra Region. 
 
1.9.0 Outline of the Chapter plane 
Keeping the objectives in view, the study is organized into 
five chapters including introduction, conclusions and findings. 
 
Chapter-1  Introduction  
The first chapter Introduction presents the statement and 
objectives of the study, importance of the study, limitation and 
hypothesis of the study, it also includes methodology followed in 
carrying out the present study .It gives the details with respect to 
sample design, tools, procedure of data collection as well as this 
chapter also includes outline of the chapter plan. 
 
Chapter-2  Review of Literature 
 The second chapter entitled ―Review of Literature” 
includes introduction and objectives of the review of literature and 
review of literature related to study. 
 
Chapter-3 Conceptual framework of Job Satisfaction 
The purpose of this chapter is to briefly introduce theory of 
Job Satisfaction. This chapter covers the meaning and definition of 
Job Satisfaction. This chapter also includes Importance of Job 
Satisfaction to workers and organization, workers‘ role, models of 
Job Satisfaction and factors influencing to Job Satisfaction. It 
presents the theory of job satisfaction. 
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Chapter-4   Introduction to the Unit  
This chapter shows development and history of Municipal 
Corporation in Gujarat. It also includes the meaning, services and 
brief introduction of all Municipal Corporation of Gujarat. This 
chapter covers the introduction, location and demography, 
organizational structure and branches of Municipal Corporation of 
Saurashtra region. 
 
Chapter-5  Data analysis and Interpretation 
Data analysis and interpretation presented various statistical 
techniques used for data analysis to examine the hypotheses of the 
study. All these statistical analysis and interpretation are shown in 
this chapter. 
 
Chapter-6  Findings, Suggestions, Area of Further Research         
and Conclusion  
This chapter presented the major findings of all chapter, 
suggestions, Area of Further Research with a Conclusion. 
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CHAPTER – II 
REVIEW OF ELATED LITERATURE 
 
2.1.0 Introduction 
2.2.0 The objectives of the review of related literature 
2.3.0 Available Researches on Job satisfaction 
2.3.1 Analytical Review of Foreign Studies 
2.3.2 Analytical Review of Indian Studies 
2.4.0 Distinguishing Features of the Study 
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2.1.0 Introduction 
After the selection of research subject, it is most important to 
know about the depth of this subject related research. So the study 
of related literature is essential.. Relevant material and literature 
have been disclosed below.
 
 
Desai and Desai
1
 (1989) stated; 
Review of related study is most important to identify the 
problem and investigate the research planning. The study of 
related literature is useful for the subject concern information, 
findings of the researches, solved problems, different research 
techniques, utilizations of the research findings etc. The study of 
related literature is also useful for the implementation of effective 
approach to solve the unknown problems. 
Present study included review of literature related to job 
satisfaction. A human can develop and progress with the 
experiences of the past as well as it provides guidance to the new 
comer.  The researcher should have considered following factors 
before decide the direction and the dimension of his work. 
1. The researcher decides usefulness of her research in different 
fields. 
2. The researcher take awareness for her research should not be 
the monotonous research than other research. 
3. The researcher indicates the extraordinary matters of the 
present study than other research. 
The review of the pre research analysis is guide for problem 
solving and to help in identification of the problem for present 
                                                 
1. H.G. Desai and K.G. Desai, Research Methods and Procedures, University Granth Nirman Board, 
Ahmedabad (1989) p. 306 
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researcher. The horizon of knowledge expands by the study of the 
past research. The research is a whole unit. Research work is more 
conscious than other mechanical work. It is individual too. Related 
research analysis is important for an identity of the special matters 
of the present study. There is no any definite method to present the 
presentation the appropriate form of related literature. Here the 
researcher has presented the related study with their time. 
 
2.2.0 The objectives of the review of related literature 
Following were the chief objectives for the research analysis 
of related study. 
 To know about the study of Job satisfaction, in various research. 
 To identify various fields through the study of different 
research. 
 To know about the tools utilized for the measurement of Job 
satisfaction. 
 To study of an effectiveness of independent variable at different 
levels of dependent variable. 
 To study about different statistical techniques utilized for the 
analysis of different researches. 
 To know about the findings of various researches.  
 
2.3.0 Available Researches on Job satisfaction 
The researcher has studied and selected past researches for 
the review. Fifty five researches were included from India and 
abroad too. These researches implemented with Ph.D., M.Ed., 
M.Phil, project level.  
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2.3.1 Analytical Review of Foreign Studies 
Morge
2
 (1953) studied on the Job satisfaction of the employees of 
white collar jobs. He found out through this research that fifty five 
male teachers were satisfied with their job while thirty five percent 
female employees were not satisfied with their job. Thus, the 
female employees were more satisfied than male employees; 
therefore the conclusion of the study was that gender was affected 
on the Job satisfaction. 
Gardon
3
 (1955) has studied on the Job satisfaction of the workers 
of industrial concern and human needs industries findings of the 
research was that if person‘s individual needs satisfied their job 
satisfaction increase; therefore personal need has a positive relation 
with the job satisfaction. 
Bidwel and Charles
4
 (1956) have studied on the Job satisfaction 
and school management. He concluded through this research that 
the effective education is necessary to develop good image of the 
school, perfect management increases the teachers‘ Job 
satisfaction. 
Smith, Scott and Hulin
5
 (1977) studied the Job satisfaction of 
professional employees of the company. 4000 managers of the 145 
company were selected for the sample of the study. He found out 
through this research that satisfaction increase with the age 
                                                 
2. N. C. Morge: Satisfaction in the white collar Job, An Arbor institute of worth Regear, Journal of 
Applied Psychology (1953). p.p. 4-49. 
3. Gardon: A factor analysis of human needs and industrial morel, Personal Psychology, New York, Mc. 
Graw Hill (1955). p.p.67-68. 
4. Bidwel and Charles: Administration and teachers satisfaction, The Publication Company, New York 
(1956). 
5. F.J. Smith, K. P. Scott and Hulin: Trends in job related attitudes of managerial  and professional 
employees, Academy of Measurement Journal (1977). p.p. 454-460. 
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increase. Thus, Job satisfaction has positive relation with the age 
level.  
Ostroff
6
 (1992), studied an Employees‘ attitudes and 
organizational performance. 364 schools selected for the sample of 
study. He found that aggregated teacher Attitudes such as job 
satisfaction and organizational commitment were concurrently 
related to school performance, as measured by several performance 
outcomes such as student academic achievement and teacher 
turnover rates. When the unique characteristics of the schools were 
statistically controlled for, teacher satisfaction and other job-related 
attitudes continued to predict many of the organizational 
performance outcomes. Results were strongest for teacher 
satisfaction; thus, organizations with more satisfied employees 
tended to be more effective than organizations with dissatisfied 
employees. This study indicates that satisfaction is an important 
social process factor that fosters organizational effectiveness.  
Harter
7
 (2002), have studied on the job satisfaction sentiments and 
employee engagement. 7,939 business units in 36 organizations 
were selected for the sample of the study. Authors conducted a 
Meta analysis of studies previously conducted by The Gallup 
Organization. The researchers found positive and substantive 
correlations between employee satisfaction-engagement and the 
business unit outcomes of productivity, profit, employee turnover, 
                                                 
6. Ostroff, C. (1992). The relationship between satisfaction, attitudes, and performance: An 
Organizational Level Analysis. Journal of Applied Psychology, 77, p.p. 963-974. 
7. Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit level relationship between 
employee satisfaction, employee engagement, and business outcomes: A meta-analysis. Journal of 
Applied Psychology, 87, 268-279. 
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employee accidents, and customer satisfaction. More importantly, 
these researchers explored the practical utility of the observed 
relationships. The study examined aggregated employee job 
satisfaction sentiments and employee engagement.  
Schneider
8
 (2003) have studied on the relationships between 
several facets of employee satisfaction and organizational financial 
(return on assets; ROA) and market performance (earnings per 
share; EPS). 35 organizations over a period of eight years selected 
for the sample of the study. Their results showed consistent and 
statistically significant positive relationships between attitudes 
concerning satisfaction with security, satisfaction with pay, and 
overall job satisfaction with financial (ROA) and market 
performance (EPS). 
 
2.3.2 Analytical Review of Indian Studies 
Sinha and Singh
9
 (1961) studied on the job satisfaction and 
absenteeism. They selected random samples of 50 high absentee 
and 50 low absentee workers from varies departments of Tisco, 
Jamshedpur. A job satisfaction questionnaire consisting of items of 
four components of job satisfaction was administered to them. 
These four items were nature of work, wages and security, 
supervisors and supervision and company‘s overall personnel 
policy.  They found that a simple analysis to test the differences in 
                                                 
 
8. Schneider, B., Hanges, P. J., Smith, D. B., and  Salvaggio, A. N. (2003). Which comes first: Employee 
attitudes or organizational financial and market performance? Journal of Applied Psychology, 88, p.p. 
836-851 
9. Sinha, D. and Singh. P. Job Satisfaction and Absenteeism. Indian Journal of Social Work, 1961, 21 
(4), p.p.337-343. 
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averages using t-test showed that low absentees were significantly 
more satisfied with their job than high absentees.  
Sinha and Sharma
10
 (1962), studied on attitude and job 
satisfaction. They randomly selected 100 workers from a light 
engineering factory around Culcutta. The factory had a single 
recognized union affiliated to All India Trade Union Congress. The 
union membership consisted of nearly 97 percent of the total work 
force. They were administered questionnaire. The results of the 
product moment correlation showed a coefficient value of 0.47 
between the two, which is statistically significant. It suggested that 
the greater the job satisfaction, the less favourable was the attitude 
towards the union. 
Prasad
11
 (1964) studied on the personality and the relative 
elements of Job satisfaction. He had examined the effectiveness of 
age and experience. He had concluded after the end of the research 
that there was no any effect of the age of professionals and job-
satisfaction, while job satisfaction increase with the frequencies of 
experience. Thus, the experience had significant relation with their 
Job satisfaction. 
Rajgopal
12
 (1965) studied the relationship between satisfaction 
and productivity of textile mills workers belonging to high and low 
productive mills. Six mills, three high and three low (Productivity 
                                                 
10. Sinha, D. and Sharma, K. C. Union attitude and job satisfaction in indian workers. Indian Journal of 
Applied psychology, 1962, 46, p.p.247-251. 
11. A. K. Prasad: A study of job satisfaction among secondary schools of saurastra, Unpublished Ph.D. 
Thesis,  Bhavnagar University. Bhavanagar. 
12. Rajgopal K. Productivity and Job Satisfaction of textile mills. Productivity, 1965, 6, p.p. 95-100. 
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was indexed in terms of operative hours per unit of Production four 
the past three years) were chosen. 75 workers from high Productive 
and 75 from low Productive mills were chosen for that 
administered questionnaire. Thirty items representing seven aspect 
of work (i.e., salary, job, management, working condition, welfare 
facilities, coworkers, and union management relations) were 
provided to them and they were asked to indicate their degree of 
satisfaction/dissatisfaction on a 5-point scale ranging from extreme 
satisfaction to extreme dissatisfaction. The results showed high 
productive mill workers compared to their counterparts in low 
productive mills to be significantly more satisfied with five of the 
seven aspect excluding job and coworkers.  
Anjaniyulu
13
 (1968) had studied on the Job satisfaction of 
Secondary school teachers and its effectiveness on student‘s 
education. He had included 1000 teachers of 102 Secondary School 
of Andhrapradesh. Sample was selected through Random Sampling 
Method. Mean, Median and Standard Deviation was found for the 
procedure of data analysis. He had concluded through this research 
that thirty seven percent teachers were not satisfied with their job. 
The responsible factors for this dissatisfaction were lake of 
accommodation facility, lake of parental co-operation and lake of 
physical facility 
                                                 
 
13. B.S.R. Anjaniyulu: A study of job satisfaction in secondary school teachers on the education of 
Pupils with reference to the state of Andhrapradesh, Unpublished Ph.D. Thesis, M.S. University, Baroda 
(1968). 
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Kapoor and Rao
14
 (1969) had studied the Job satisfaction of 146 
female employees. He had examined the age and attitude towards 
officers in this study. He had concluded through this research that 
more than twenty five years female employee and married female 
employee always oppose against injustice and struggle against 
management too. 
Jawa
15
 (1971) studied on the anxiety and job satisfaction. He 
collected data on 70 semi-skilled workers. They first filled out an 
anxiety scale and depending upon their scores was divided into 
three groups of high, average and low anxiety. This classification 
was made on the basis of distribution of 1
st
, 2
nd
, and 3
rd
 quartile. In 
addition, the workers also filled a satisfaction questionnaire. The 
following distribution gives the average satisfaction scores and 
standard deviations for the three groups‘ low, average, high. The 
results indicate a trend of increasing satisfaction with decreasing 
anxiety level.  
Mehndi and Sinha
16
 (1971) studied on the relationship between 
neuroticism and job satisfaction in school teachers. They collected 
data on 122 teachers identified to have high and low neuroticism 
(1
st
 and 3
rd
 quartile) on neuroticism scale developed by Eysenck 
                                                 
14. Kapoor and Rao: Job satisfaction of teachers, Journal of Educational Psychology, (1969), 
(38), p.p. 43-53. 
 
15. Jawa,S. Anxiety and job satisfaction. Indian Journal of Applied psychology, 1971, 8, 
p.p.70-71. 
 
16. Mehndi, S. G. and SInha, J. N. A study of relationship between neuroticism and job 
satisfaction in school teachers. Indian Journal of Applied psychology, 1971, 8, p.p.46-47. 
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(1959). These teachers were administered 20-item job satisfaction 
scale which covered seven areas of job satisfaction such as salary, 
hours of work, opportunity for self, expression, security, job status, 
interest, advancement. Though the teachers low on neuroticism, 
there were no significant differences in satisfaction score in two 
areas on an overall basis. The differences in the satisfaction scores 
are significant for all job areas except salary and hours of work. 
Jaylakshami
17
 (1974) had studied on the Job satisfaction of the 
teachers of an Engineering college. He had studied the multi-
variable analysis. 208 teachers of thirteen engineering college of 
India and U.K. included in the sample of study. Job Satisfaction 
Questionnaire and the Institutional Atmosphere Questionnaire were 
structuralized for the study. Behavior description, Environment 
Selection List and Job Cooperative Inventory were also used in this 
study. The collected data analyzed by t-test, multi variable 
deviation analysis Product Moment Method and Median. The 
conclusion of the research was that the variables like co-operation, 
agree ness, independent, institution, atmosphere, personality and 
job safety significantly affected on Job satisfaction. 
Lavingia
18
 (1974) had studied the Job satisfaction of teachers. 
3200 teachers of Gujarati medium primary and Secondary school 
                                                 
17. I. Jayalakshmi: Multivariate analysis of factors affecting job satisfaction of engineering 
teachers, In M.B.Buch (Ed.) Second survey of research in Education, Baroda, Abstract, 
(1974) p.19 
18.  K. U. Lavingia: A study of job satisfaction among school teachers, Unpublished Ph.D. 
Thesis Gujarat University, Ahmedabad (1974). 
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teachers were included in the sample of the study. Out-of those, 
1600 teachers were from primary school and 1600 teachers were 
from secondary school. Attitude Measurement Scale by self made 
was used to measure the Job satisfaction. He had concluded the 
major finding that the primary school teachers were more satisfied 
than Secondary School teachers. Thus, the level of education was 
profoundly affected on Job satisfaction. Female teachers were more 
satisfied than male teachers. Unmarried teachers were more 
satisfied then married. Thus, Gender and marital status were 
significantly affected on the Job satisfaction. 
Vasudev and Rajbir
19
 (1976) administered a 35-item job 
satisfaction questionnaire to 60 skilled and 60 semi skilled workers 
of an engineering company. They found that job satisfaction 
increased with increasing wages for the skilled group only. 
Vegadava
20
 (1977) studied on the Job satisfaction of female 
teachers of Secondary school of Rajkot city. The sample of the 
study included all the Secondary School teachers of Rajkot city. 
Self made Questionnaire was used to measure the Job satisfaction. 
The data analysed by Chi-square. The conclusion of the study was 
that the majority teachers were satisfied with their job. The age was 
                                                                                                                                            
19. Vasudev, P. & Rajbir. Correlates of job satisfaction amongst industrial workers, Indian Journal of 
Social Work, 1976, 37, p.p. 275-279. 
20. Hansa B. Vegadva: A Study of Job Satisfaction of Female secondary school teacher of Rajkot city. , 
Unpublished dissertation, Saurashtra University, Rajkot (1977). 
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minor effected on Job satisfaction, while social status was not-
significantly affected on the Job satisfaction. 
Kolte
21
 (1978) studied the Job satisfaction of primary school 
teachers. Six primary schools of Buldana district of included in the 
sample of the study. All teachers of these schools were included in 
the sample. Self-made Questionnaire in Marathi language used for 
the data collection. The collected data analysed through Simple 
Percentile Method. The findings of the research were the 
achievement, introduction and an opportunity of progress was 
important elements for Job satisfaction. Gender, pay-scale and 
conditions of the job were significantly affected on Job 
satisfaction. 
Vala
22
 (1979) studied on the Job satisfaction of the primary school 
teachers of Talaja taluka. 175 primary school teachers of Talaja 
taluka were included in the sample of the study. Self made opinion 
list with 116 statements used for the data collection. The collected 
data analyzed with a Simple Key Method. He had concluded that 
married female teachers of primary school were more satisfied than 
unmarried and widow school teachers. Thus, marital status 
significantly affected on Job satisfaction, while educational 
qualification was not effect on Job satisfaction. 
 
 
                                                 
21. N. V. Kolte: Job satisfaction of primary school teacher, In M.B. Buch (Ed.) Third Survey of  
research in Education New Delhi, N.C.E.R.T. (1978) p.p.815-816. 
22. Aniruddhsinh Vala: Job satisfaction of teacher at Talaja Taluka Primary School, Unpublished 
Dissertation, Saurashtra University, Rajkot (1978).                       
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Porwal
23
 (1980) studied on the relation between Job satisfaction 
and personality of Higher Secondary School teachers. For this 
study, one hundred satisfied and one hundred dissatisfy teachers of 
Agra were included in the sample. Total 200 teachers were 
included for the research. Jumar and Mrutha made Job-satisfaction 
Questionnaire were used as a tool. Chi-square, Coefficient of 
Correlation and variance of analysis were used for data analysis. 
The conclusions of the research were; (1) Unmarried teachers were 
more satisfied them married, (2) Marital status was significantly 
affected on Job satisfaction, (3) Area, age and gender were 
significantly affected on the Job satisfaction and, (4) The frequency 
of experience was not affected on the Job satisfaction. 
Gohel
24
 (1980) studied on the Job satisfaction of the Secondary 
school teachers of Mahuva and Talaza taluka. 116 Secondary 
school teachers were included in the sample of the study. Self 
made Job Satisfaction Questionnaire included 122 statements used 
for the data collection. The collected data analyzed through Mean 
and Median. The research concluded; (1) The male school teachers 
have fewer Job satisfactions than female school teachers, (2) The 
gender was significantly affected on the Job satisfaction, (3) 
Teachers from urban area were more satisfied, (4) The area of the 
school also affected on the Job satisfaction and, (5) The effects of 
physical facilities also found on Job satisfaction. 
                                                 
 
23. N. K. Porwal: Personality correlates of job satisfaction of higher secondary school teachers, In 
M.B.Buch (Ed.) Third Survey of research in Education, New Delhi, N.C.E.R.T. (Abstract) (1980), 
p.p.831-832. 
24. Girirajsinh D. Gohel: A study of job satisfaction of Secondary school teachers of Mahuva-Talaja 
taluka, Unpublished dissertation Bhavnagar University, Bhavnagar (1980). 
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Goyel25 (1980) studied on Attitude, Adjustment, Job interest and 
Job satisfaction of teachers of Educational Training Institutes of 
India. 314 male and female teachers having different educational 
qualifications and different educational experience of seventy eight 
training institutes were selected for the sample of the study. The 
data collected with implementation of self made Attitude 
Measurement Scale, Free-answer Questionnaire, Job Satisfaction 
Inventory formulated by Anderson and Adjustment Inventory 
formulated by Bell. The collected data analyzed through Mean, 
Standard Deviation, t-test, F-test and Product Moment Method. 
The major finding of the study was that the job interest, attitude 
and adjustment were profoundly connected and affected on the Job 
satisfaction. 
Sharma B. R.
26
 (1980) studied the relationship between job 
satisfaction and union involvement. He found union involvement 
correlating significantly with job satisfaction. Union involvement 
was operationalised in three items like perceived necessity of 
union, membership of union, voting in union elections. A 
subsequent analysis based on more rigorous statistical treatment 
showed that of all the variables, union involvement turned out to be 
the best predictor of variations in job satisfaction. 
Nayak
27
 (1982) studied on Adjustment and Job satisfaction of 
married and unmarried female teachers. The sample of study 
                                                 
25. J. C. Goyel: A study of the relationship along attitude job satisfaction, adjustment and professional 
interests of teacher Education in India, in M.B.Buch (Ed.), Third survey of research in Education, New 
Delhi, N.C.E.R.T. (abstract), (1980) p.806. 
26. Sharma B. R. Determinants of job Satisfaction among Industrial Workers. Viklapa, 1980, 5 (1), pp 
13-25. 
27. K. D. Nayak, : A study of Adjustment and job satisfaction of married and unmarried lady teachers, In 
M.B. Buch (Ed.) Fourth survey of research in Education, New Delhi N.C.E.R.T. (abstract) (1982) P.174. 
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carried 785 female teachers of Primary, Secondary and Higher 
Secondary school teachers of Jabalpur district. 410 unmarried and 
375 married teachers were included. Random Sampling Method 
used to choose the sample of his study. Different tools were used 
for the data collection. Job Satisfaction Questionnaire formulated 
by Pramodkumar and D. N. Mrutha, Adjustment Inventory 
formulated by A.K.P. Sinha and R. P. Sinha and Attitude 
Measurement Test formulated by R. P. Shrivastav were used for 
the study. Various statistical techniques were used for the 
procedure of data analysis. Distribution of Frequency, t-test and 
Coefficient of correlation were used for the data analysis. Findings 
of the study were; (1) Marital status was not significantly affected 
on the Job satisfaction and, (2) There was significant relation found 
between Job satisfaction and the Adjustment. 
Misra
28
 (1983) identified one peaceful and one disturbed unit. The 
dimension of peaceful- disturbed were operationalised in terms of 
strikes and lockout. Twenty five employees from each of the two 
unit were administered a job satisfaction questionnaire. Employees 
of disturbed unit were found to be more dissatisfied than those 
from peaceful unit. 
 
 
                                                 
28. Misra, V. Job Satisfaction in peaceful and disturbed textile industries. Indian Journal of Industrial 
Relations, 1983, 18(4), p.p.619-628. 
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Arya
29
 (1984) Studied that unhealthy industrial relations climate 
(industrial dispute, lockout, strikes, etc.) negatively determines the 
job satisfaction. He took a sample of 194 workers from Heavy 
Electricals (unhealthy climate) and a sample of 181 workers from 
Indian Telephone Industries Ltd (healthy climate). Data were 
collected on a structured interview schedule. His results showed 
that work satisfaction was high in Indian Telephone Industries Ltd 
as compared to Heavy Electricals.  
Bhattacharya and Ghosh
30
 (1984) conducted a study on welders, 
fitters and machinist (14 in each group) in a heavy engineering 
organisation. They filled out a satisfaction questionnaire. Data was 
also collected on their withdrawal behaviour from personal files. 
The results showed no relationship between satisfaction and such 
withdrawal behaviour as absence from work, late coming, time off 
the job, and accidents. 
Joshi
31
 (1985) studied on the Job satisfaction of Secondary school 
teachers of Dabhoi taluka. 150 Secondary school teachers were 
selected for the sample of the study from Dabhoi taluka. The 
questionnaire has different sections like teacher, student, principal, 
school-society etc. The data was collected through the 
implementation of the self made Job Satisfaction Questionnaire. 
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Findings of the research were; (1) Graduate teachers were more 
satisfied than post graduate teachers, (2) Below than forty years 
teachers were more satisfied with their job, and (3) Educational 
qualification and age were significantly affected on the Job 
satisfaction. 
Chopra
32
 (1986) studied on the difference between institutional 
atmosphere and Job satisfaction, Job satisfaction and the 
achievement of the student. Sample of the study included 272 
teachers and 620 students of Secondary and Higher secondary rural 
area school of South Delhi district. Different tools like School 
Atmosphere Questionnaire, Job Satisfaction Inventory, and 
Socioeconomic Attitude Scale, self made and standardized 
Development Scale and Achievement Test were used for the data 
collection. Chi-square, t-test and Coefficient of correlation were 
different statistical techniques used for the data analysis. The 
conclusion of the study was that the free atmosphere school 
teachers have higher Job satisfaction, while strict atmosphere 
school teachers were dissatisfied. 
Gupta
33
 (1986) studied on the Job satisfaction at three different 
levels. 765 male teachers selected for the study from primary, 
secondary and college of Meeruth district. Job Satisfaction Scale, 
Job Attitude Scale, Personality Adjustment Test and personality 
Inventory were used for the data collection. The collected data 
analysed with different statistical techniques like; Mean, Product 
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Moment Method, Coefficient of correction and t-test. Major 
findings of the study were; (1) Primary school teachers have 
positive relation with Job satisfaction concern to the achievement, 
affiliation with the Institute and tolerate some matters, while 
negative relation concern to egoism and safety of the job; (2) There 
was positive relation found in secondary school and college 
teachers with two variables of respect and necessity of 
achievement; while negative relation found in safety and freedom 
some matters with their job, and (3) Secondary school and college 
teachers have satisfaction with their job. 
Bhatt
34
 (1987) studies on the personality determinations of Job 
satisfaction of college teachers. Saurashtra University organized all 
college teachers were included in the sample of the study. Job 
Satisfaction Questionnaire and Personality Scale used for the data 
collection, collected data analyzed with Mean, Standard Deviation, 
Critical Ratio and Chi-square. Significant findings of the study 
were; (1) Female teachers were more satisfied than male teachers, 
(2) There was no significant difference in the mean scores of 
married and unmarried teachers, (3) Job satisfaction had no 
significant relation with the age, (4) Job satisfaction had no 
significant relation with the variables like area of the work, 
educational qualification and experience. 
Shrivastav and Sharma
35
 (1988) studied the relation between Job 
satisfaction and Job necessity. Seventy five engineers of Thermal 
Power Corporation Limited of Delhi was selected for the sample of 
study. They were from thirty eight to sixty seven years age level. 
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Job satisfaction test having twenty nine statements used to measure 
the Job satisfaction it was formatted in seven points. Findings of 
the study were that the safety, status and personal characteristics 
have no significant relation with Job satisfaction. There was 
negative relation between job necessity and Job satisfaction. 
Naik
36
 (1992) studied the Job satisfaction of teaching assistant of 
Baroda University. Eighty five teachers of different faculties of 
Baroda University were selected for the sample of the study. 
Cluster Layer Random Sample Method used to select the sample. 
The data was collected with the implementation of self made Job 
Satisfaction Questionnaire. Findings of the research were; (1) No 
significant difference found between male and female college 
teachers, (2) Job satisfaction had positive relation with educational 
experience and, (3) Unmarried teachers have high satisfaction than 
the married teachers. 
Nair
37
 (1990) studied on the Job satisfaction of the primary school 
teachers of Baroda city. 150 teachers were included for the sample 
of the study. Random Sampling Method used to select the sample 
of the study. Job Satisfaction Scale and Personal Information List 
were used for the data collection. The collected data analyzed with 
different statistical techniques like; mean t-test, and Simple 
Percentile Method and Distribution of Frequency. Findings of the 
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study were; (1) No significant difference found between the 
teachers of government and non government school teachers. (2) 
There was no significant difference found between P.T.C. and 
B.Ed. degree teachers. (3) There was no significant different found 
between married and unmarried teachers. 
Darji
38
 (1992) studied on the Job satisfaction of primary school 
teachers of Himmatnagar taluka, 125 male teachers and seventy 
four female teachers were selected for the sample of the study. A 
questionnaire having different sections with eighty eight questions 
was used for the data collection. Findings of the study were that the 
urban areas of teachers were more satisfied and Job satisfaction 
increased with safety of salary and safety of the job.  
Patel
39
 (1993) studied on the Job satisfaction of primary school 
teachers. 130 male and female school teachers were selected for the 
sample of the study. Seventy two positive and twenty eight 
negative statements included questionnaire used for the data 
collection. Major findings of the study were; the favorable attitude 
of the principal was highly affected on the Job satisfaction, while 
the frequency of satisfaction was increase where physical facilities 
were available. 
Tapodhan
40
 (1994) has comparative studied on Job attitudes and 
Job satisfaction of Secondary school teachers of Ahmedabad city. 
Five hundred teachers were included in the sample of the study. 
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Random Sampling Method was used in the study. Self made Job 
Attitude Scale and D. N. Mrutha formulated Job Satisfaction 
Questionnaires were used for the data collection. Different 
statistical techniques like; Mean, Median and Standard Deviation 
used for analyzing the data. Findings of the study were; (1) Job 
attitudes of female teachers were more positive than the male 
teachers, (2) Area was not significantly affected on the Job 
satisfaction, (3) Marital status, educational experience and age 
were not significantly affected on the Job satisfaction, (4) Types of 
school and Area of the school was not significantly affected on the 
Job satisfaction. 
Thakkar
41
 (1995) studied on the Job satisfaction of the principals 
of the Secondary school. The principals of six districts of 
Saurashtra were selected for the sample of the study. Self made Job 
Satisfaction Scale was used for the data collection. Distribution of 
frequency, Mean, Median, Standard Deviation, Chi-square and 
Critical Ration used for the analysis of the data. Findings of the 
study were; (1) Majority principals have neutral attitude; (2) There 
was no significant difference found on Job satisfaction with age, 
area, educational qualification and marital status; (3) Educational 
Experience had significantly effected on Job satisfaction. Nine to 
sixteen years experience principals were found more satisfied. 
Rao
42
 (1996) studied on the job satisfaction, work motivation, 
managerial effectiveness and organizational climate of two selected 
public enterprises of Andhra Pradesh. 40 managers and 60 
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supervisors of each enterprise were included in the sample of the 
study.  Multi-stage purposive sampling method was used to select 
the sample of the study. A questionnaire was used for the data 
collection. The collected data analyzed with different statistical 
techniques like, Average, Standard deviations and Co-efficient of 
variation etc. in order to test the influence of socio-economic 
variables on job satisfaction, Chi-square test have been used. A 
finding of the study was that high satisfaction among manager‘s 
results due to factors like sense of achievement, interest in job, 
visible results, inter-personal results and salary. However, 
supervisors job satisfaction is influenced by factors like 
responsibility, technical supervision, nature of work, salary etc. 
Jadeja
43
 (1997) studied on the Job satisfaction, Values and 
Problems of in-service female school teachers. Cluster Layer 
Random Sampling Method was used to select the sample for the 
study. Colleges, Secondary schools, and seventy five primary 
school teachers included. 584 female school teachers of six 
districts of Saurashtra selected for the sample. G. G. Nakum 
formulated Value Scale and self made Problem List and K. P. 
Viroja formulated Job Satisfaction Test were used for the data 
collection. Age, educational qualifications, types of school 
management and experience were included as independent 
variables, while Job satisfaction, Values and Problems were 
dependent variables. The data analyzed with different statistical 
techniques like; F-value, t-value, Mean and Variance of Analysis. 
Findings of the study were; (1) There was equal Job satisfaction 
found in each levels of female teachers‘ education, (2) P.T.C. 
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degree holder school teachers were more satisfied than having 
B.Ed. degree. (3)There was no any effect on Job satisfaction of 
school management and medium of the school. (4) There was 
significant difference found between married and unmarried school 
teachers. (5) Experience was not affected on the Job satisfaction. 
Rathava
44
 (1998) studied on the Job satisfaction of the primary 
school teachers of Baroda city. 120 male and female school 
teachers were included in the sample of the study. Out of them, 
eighty teachers were male, while forty teachers were female. 
Random Sampling Method was used to select the sample of the 
study. K. U. Lavingia formulated Attitude Scale was used for the 
data collection. The collected data analyzed wit different statistical 
techniques like; Standard Deviation, Chi-square, Critical Ratio and 
Mean. A finding of the study was that the age, educational 
qualifications and educational experience was not significantly 
affected on the Job satisfaction. 
Gohil
45
 (1999) studied on the motivation vis-à-vis job satisfaction 
and organizational perception of bank employees in Saurashtra 
region. The study is mainly confined to the officer and clerical staff 
of the public sector commercial banks of the Saurashtra region. 780 
employees were selected for the sample of the study. Structured 
schedule was used for data collection and collected data analyzed 
with the help of elementary techniques like average percentage, 
measure of dispersion, multiple correlation and  parametric  test 
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like z-test, chi-square and f-test have been used to draw conclusion. 
Major findings of the study: (1) the average scores of job 
satisfaction of managerial cadre and clerical cadres were 
significantly different. (2) There is a significant difference between 
(a) academic qualification and means scores of job satisfaction, (b) 
family tension and mean scores of job satisfaction, (c) family 
environment and mean scores of job satisfaction. (3) There was 
correlation in length of service and mean scores of job satisfaction. 
Vyas
46
 (2001) studied on the Job satisfaction of primary teachers 
with reference to their sex, marital status and educational 
qualification. Cluster Layer Method was used to select the sample 
of the study. 3000 primary school teachers were selected from 
Junagadh and Porbandar districts. 1770 male teachers and 1230 
female teachers were included in the study. Self made job 
satisfaction inventory was used for the data collection. Various 
statistical techniques used for the data analysis. Mean, Median, 
standard deviation and chi-square used for the procedure of data 
analysis. Findings of the study were; (1) There was a significant 
difference found between married and unmarried teachers, (2) 
Marital status was affected on male teacher‘s Job satisfaction; (3) 
Married teachers‘ gender was affected on the Job satisfaction, and 
(4) The affect of different district found with reference to lower 
educational qualification. 
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Joshi
47
 (2004) has studied on the Job satisfaction of B.Ed. trainee 
and B.Ed. trained teachers of Saurashtra region of Gujarat State. 
120 B.Ed. trainees and 120 B.Ed. teachers were included for the 
sample of the study. Cluster Layer Method was used to select the 
sample. There different tools were used for the data collection. 
Personal Information Sheet, Job Stress List formulated by D. J. 
Bhatt, and Lodhal and Cadgner formulated Gujarati version of Job 
Involvement Inventory implemented on the sample of the study. 
Medium, standard deviation and t-test used for the procedure of 
data analysis. Findings of the research were; (1) No significant 
different found between B.Ed. trainees Job satisfaction and Job 
stress, (2) There was positive significant correction found between 
job involvement and the job satisfaction of B.Ed. trainee., (3) 
There was positive significant correlation found between job 
involvement and Job satisfaction of male teachers, and (4) The 
teachers who are coming from separate family they have higher 
Job involvement than the joint 
Jamal
48
 (2006) studied on the organizational commitment in 
relation to occupational stress, job satisfaction, employees‘ morale 
and socio-emotional school climate. Sample was taken from five 
districts of uttar Pradesh namely balia, azamgarh, chazipur, jaunpur 
and mau. Five urban area schools were selected randomly and the 
teachers were selected by cluster sampling techniques. The 
statistical techniques used were stepwise multiple regression 
analysis, person product moment correlation coefficient (r), t-tests, 
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z-tests, f- tests. He found occupational stress and employees‘ 
morale as a whole and its components like workload, student 
misbehavior, classroom resources, poor colleague relations, etc. are 
predictors of organizational commitment and affective 
commitment.  
Rathod and Verma
49
 (2006) studied on the job satisfaction of 
teachers in relation to role commitment. The sample was taken 
from the randomly selected 115 schools of  indore district. For 
investigation purpose 567 teachers‘ forms these schools were 
selected. They were selected irrespective of sex, residential 
background, and types of schools, training, age, experience, 
qualification and marital status. The tools were used such as 
teachers‘ job satisfaction questionnaire by kumar and mutha (1982) 
and teachers‘ role commitment scale by buddhisagar and verma 
(2003). The data were analyzed with the help of 2 X 2 factorial 
designs ANOVA. He found (1) Female teachers were found to be 
more job satisfaction than male teachers. (2) There was no 
significant influence of training on job satisfaction of teachers. (3) 
Senior teachers were found to be more job satisfied than junior 
teachers. (4) Teachers having high role commitment were found to 
be more job satisfaction than teachers having low role 
commitment. (5) Urban teachers were found to be more job 
satisfaction than rural.  
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Bindhu
50
 (2007) studied on job satisfaction and stress coping skills 
between male and female primary school teachers. The study was 
conducted representative of sample taken 500 teachers from the 
primary schools of kerala state (165 male and 335 female). 
Proportionate stratified sampling technique was employed for the 
study. The tools were used to collect data such as scale of job 
satisfaction by kumar and kumar and stress coping inventory by 
bindhu. Mean, standard deviation, correlation and‗t‘ test were used 
for the calculation of data in the study. There is a positive 
correlation between job satisfaction and stress coping skill among 
primary school-teachers.  
Choudhury
51
 (2007) studied on the relationship between 
professional awareness and job satisfaction of teachers with respect 
to the variables like institution, qualification, experience, type of 
management of college, location of the college. The sample was 
comprised all the teachers teaching in the faculties of arts, science, 
commerce, and agriculture. A 400 colleges and university teachers 
from all the three state universities and 54 colleges affiliated to 
these universities of Assam constituted the sample of the study. 
The stratified random sampling technique was used to collect the 
require data. Teacher‘s professional awareness scale, teacher‘s job 
satisfaction scale were used as research tool. The statistical 
techniques used for analysis data were coefficient of correlation 
and t-test. Findings of the study were: (1) professional awareness 
was not significantly affected on the Job satisfaction of college and 
university teachers.(2) Types of area and types of college were not 
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significantly affected on the Job satisfaction.(3) Educational 
experience was not significantly affected on the Job satisfaction 
and professional awareness. 
Yarriswamy
52
 (2007) studied on the individual need strength, 
locus of control, job involvement and burnout of teacher-educators 
of teacher training institutes in the state of Karnataka in relation to 
their job satisfaction. The sample of the study consisted of total 
131 teacher educators in which 65 were from primary teacher 
training institutes of banglore, mysore, belgaum and Gulbarga 
division of Karnataka state. Tools used included individual need 
strength scale developed by basavaraju, locus of control scale 
developed by the researcher, job involvement inventary developed 
by lodahi and kejner, maslach burnout inventary and job 
satisfaction inventary developed by indiresan. Statistical techniques 
used for data analysis were t-test and multiple classification 
analysis of varience. Findings of study were (1) Gender, was not 
significantly affected on the Job satisfaction, (2) Types of college 
and Area of the college was not significantly affected on the Job 
satisfaction. (3) Educational experience was not significantly 
affected on the Job satisfaction 
Asondariya
53
 (2008) studied on the achievement, motivation, and 
job satisfaction of vidyasahayak teachers of saurashtra-kutch. 705 
vidyasahayak teachers were included in the sample of the study. 
Random sample method was used to select the sample from 
population. A adjustment test, achievement motivation test and job 
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satisfaction questionnaire was used for the data collection. The 
collected data analyzed with the help of ‗spss‘ program with 
computer. He found gender and type of family is strongly affected  
the job satisfaction of vidyasahayak teacher of saurashtra-kutch.  
Sex, area of school, category, education qualification, marital 
status, age, educational stream and place of the job not affected the 
job satisfaction. 
Bakhshi, kumar, sharma and sharma
54
 (2008) studied on the job 
satisfaction and life satisfaction of the government and private 
lecturers of Jammu district. A total of 60 lecturers (30 male and 30 
female) were selected using random sampling technique. The data 
was obtained through questionnaires which were administered 
personally. Results indicated a significant difference in the job 
satisfaction of government and private college lecturers with 
government college lecturers having higher job satisfaction. 
Government and private college lecturers do not differ significantly 
on life satisfaction scores. A significant positive correlation 
between job-satisfaction and life satisfaction of overall sample was 
found. Positive correlation between these two variables has 
important implications for managers and supervisors.   
Ghanti and Jagdeesh
55
 (2008) studied on the organization climate 
and job satisfaction. They found the organization climate and job 
satisfaction are influenced by many factors group characteristics, 
leader behaviour characteristics, different patterns of climate, etc. 
Similarly job satisfaction factors such as intrinsic aspects, salary, 
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service conditions and promotions, physical facilities, institution 
plans and policies etc. In this study the researcher tried to explain 
the importance of organization climate concerned to teachers‘ job 
satisfaction and other patterns of climate, organization dimensions 
etc. 
J.Nicolas, Gayatridevi and A. Velayudhan
56
 (2009) studied on 
the relationship of perceived Overqualification, job satisfaction, 
Somatization and job stress of MNC executives. The sample 
constituted of 52 executives who where randomly selected from 
different multinational companies. Perceived overqualification 
questionnaire developed by Khan and Morrow, job satisfaction 
scale by gayatridevi and velayudhan, somatization checklist by 
derogatis, lipman, rickels, unlenhuth, and covi, work place stress 
scale developed by martin company and American institute of 
stress were the tools used for the assessment. It has been inferred 
from the statistical analysis that perceived overqualification was 
found to be negatively related to job satisfaction. But perceived 
overqualification was not found to have any relationship either 
with health status or the job stress of the executives. The study 
finds that woman executives‘ experience more job stress then men, 
but men report poor health status than women.  
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2.4.0 Distinguished Features of the Study 
The researcher has studied and selected past studies for the 
review. Fifty five researches were included from India and abroad 
too. These researches implemented with varies degree levels like 
Ph.D., M.phil., M.ed., and Project level. Seven researches were 
included from the duration of 1953 A.D. to 2003 A.D. These 
researchers were from foreign studies. Forty eight  researches were 
included with 1961 A.D. to 2009 A.D.  
Sample of the study was 42 to 7939 existed in the former 
researches.  Much of the researches were implemented on 
managers of the companies‘, workers of the companies and 
students as well as the teachers and principals of primary school, 
secondary school, and teachers also. All the studies generally 
concern with Job satisfaction. Therefore, Job satisfaction was the 
dependent variable in each study. In many researches Job 
Satisfaction is measured with many dependent variables like Job 
attitudes, Human needs, Mental stress, Organizational 
commitment, Organizational performance, Absenteeism, 
Adjustment, Motivation. 
On the other hand many independent variables accepted like 
Gender, Age, Union involvement, Productivity, Profit, Turnover, 
Accidents, Absenteeism, Attitude, Experience, Marital status, 
Anxiety, Neuroticism, Education, Wages, Social status, Late 
coming, Safety, Physical facilities, Area, Pay scale, Opportunities 
for future progress. Indipendent variable like, Physical facilities, 
Union involvement, Absentism, Personal needs, Age, Sex, 
Education qualification, Marital status, Experience, Physical 
facilities, Salary and Future opportunities were highly affected in 
those studies. 
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There were different statistical techniques were used for the 
data analysis, i.e. Meta Analysis, Mean, Standard Deviation, 
Correlation, t-test, Percentile Rank, Chi-square, t-value, F-test. The 
t-test was frequently used in these past researches. 
In these studies Job Satisfaction was measured with different 
aspect and variables, but there was not any research available on 
Employees of Municipal Corporation. Because of growing 
importance of Municipal Corporation there is a need for research 
on employees of Municipal Corporation. Researcher selected the 
problem, the study of Job Satisfaction among the Employees of 
Municipal Corporation of Saurashtra Region. The study included 
seventeen Independent variables to measure the Job Satisfaction of 
employees of Municipal Corporation of Saurashtra Region. 
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3.1.0 Introduction 
   In any organization, 5Ms are very important, i.c. Men, 
Machine, Money, Method and Materials. When organization is 
using excellent machine, material and has good potential market, 
using good methods but doesn‘t have well trained, prompt, and 
qualified men power. Then, its business will not thrive. Nowadays 
every organization is giving importance to their men power (human 
resource).If organization is having good, clever and trained human 
resource, then chances of the organization failure are decrease, 
without good human resource all resources cannot be operated 
effectively. It proves by this sentence of Andrew Carnegie he is 
quoted and saying: "Take away my people, but leave my 
factories, and soon grass will grow on the factory floors. Take 
away my factories, but leave my people, and soon we will have a 
new and better factory."
57
  
Andrew Carnegie defines the importance of men power in 
organization so, if people are very important in management, their 
behaviour is also getting more important in organization. For 
effective management, it is necessary to understand people‘s 
behaviour at work place. Human behaviour is uncontrollable, 
unpredictable and ever changing so it is very difficult to predict it. 
In today‘s scenario management cannot ignore the human 
behaviour. Management must consider, their needs, their 
expectations from organisation. If workers satisfied with the 
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organisation, they work effectively. If organisation is fail to create 
job satisfaction it may be suffer many problem from  employees 
like regularly absent on job venue, they may change the job 
anywhere, negative publicity of organization, improper work etc. 
For the success of any organization job satisfaction is of vital 
importance. The employees who are satisfied are the biggest assets 
to an organization where as the dissatisfied employees are the 
biggest liabilities. The organization cannot where as the dissatisfied 
employees are the biggest liabilities, the organization cannot 
achieve its goals and targets unless its workforce who constitutes 
the organization is satisfied with its job. Job satisfaction plays an 
important role for the happiness and prosperity of the individuals 
and the organization that has employed them. 
3.2.0Definitions 
Job satisfaction can‘t be seen touched or observed. So it is 
difficult to define it. In simple words job satisfaction is connected 
with employee's need. If organisation is able to fulfill employees 
need, they get job satisfaction but many other factors also affected 
it like family environment, work environment, family tension and 
employee's personal characteristics, brought up environment, 
education qualification, types of family, marital status, physical 
health, social economic status, income etc. 
According to Rao ―Job satisfaction is closely related to the 
gratification of needs. It is composed of effective, cognitive and 
behavioral elements. There elements vary in their intensity and 
consistency from one individual to another. Thus, job satisfaction 
is the satisfaction derived from and pursuit directed by the process 
of fulfillment of the needs. It is the favourableness or 
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unfavourableness with which employees view their work. It results 
from specific attitudes of employees in three areas viz., specific job 
factors individual adjustment on the job, group relationship.‖58 
Glimer defines "Job satisfaction is the result of various 
attitudes the person holds towards his job and towards life in 
general."
59
 
Considering job satisfaction as the overall attitude of well 
being with regard to job and its environment, it is not difficult to 
know how an employee feels about his job. The feeling about the 
job is directly affected by the job factors like, salary, nature of 
work, behaviour of senior, working conditions, opportunity for 
advancement etc.   
The term job satisfaction was defined by Hoppock (1935). 
He reviewed 32 studies on job satisfaction conduced prior to 1933 
and observed that ―job satisfaction is a combination of 
psychological, physiological and environmental circumstances that 
cause a person to say, I am satisfied with my job.‖60 Such a 
description indicated the variety of variables that influence the 
satisfaction of the individual but tell us nothing about the nature of 
job satisfaction. 
Sinha (1974) defines job satisfaction as a ―reintegration of 
affect produced by individual‘s perception of fulfillment of his 
needs in relation to his work and the situations surrounding it.‖61 
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 3.3.0 History 
―One of the biggest preludes to the study of job satisfaction 
was the Hawthorne studies. These studies (1924-1933), primarily 
credited to Elton Mayo of the Harvard Business School, sought to 
find the effects of varies conditions on workers productivity. These 
studies ultimately showed that novel changes in work conditions 
temporarily increase productivity (called the Hawthorne Effect). It 
was later found that this increase resulted, not from the new 
conditions, but from the knowledge of being observed. This finding 
provided strong evidence that people work for purposes other than 
pay, which paved the way for researchers to investigate other 
factors in job satisfaction.
 
Scientific management (Taylorism) also had a significant 
impact on the study of job satisfaction. Frederick Winslow 
Taylor‘s 1911 book, Principles of Scientific Management, argued 
that there was a single best way to perform any given work task. 
This book contributed to a change in industrial production 
philosophies, causing a shift from skilled labor and piecework 
towards the more modern approach of assembly lines and hourly 
wages. The initial use of scientific management by industries 
greatly increased productivity because workers were forced to 
work at a faster pace. However, workers became exhausted and 
dissatisfied, thus leaving researchers with new questions to answer 
regarding job satisfaction. It should also be noted that the work of 
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W.L. Bryan, Walter Dill Scott, and Hugo Munsterberg set the tone 
for Taylor‘s work.‖62 
Some argue that Maslow‘s hierarchy of needs theory, a 
motivation theory, laid the foundation for job satisfaction theory. 
This theory explains that people seek to satisfy five specific needs 
in life – physiological needs, safety needs, social needs, self-
esteem needs, and self-actualization. This model served as a good 
basis from which early researchers could develop job satisfaction 
theories. 
 
3.4.0 Concept of Job Satisfaction 
A lack of personal satisfaction is a frequent reason many 
people speak of when quitting a job. What is personal satisfaction? 
What can a manager do to develop levels of satisfaction in people 
on jobs? Fortunately, there are many things that can be done to 
provide working conditions where satisfaction can develop. There 
are no assurances that it will develop but at least conditions 
encouraging the development of satisfaction can be maintained in 
the work place.  
 Employees should be able to understand where they fit into 
the business. They should know the importance of what they do, 
how it affects other people, parts of the business and the 
consequences on other people of both good and bad performances 
of their duties. This can be accomplished by requesting them to 
work a day or more at a variety of tasks as part of an orientation 
process. Some production units require a person to work one day 
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each month in some other part of the business other than their 
normal duties. 
Encourage regular contacts with other employee‘s of other 
organisation.  As people become aware of their needs in a position, 
they should also understand the needs, pressures and concerns of 
the people they work with. The learning possibilities from this type 
of situation are endless and the opportunities for the development 
of ideas, people and methods are much greater where 
communication is open and encouraged.  
Do everything possible to develop a person‘s skills. While 
someone may have been hired for a particular position or task, they 
may have especially good skills or abilities to do other things. 
Allowing the full range of skills to develop and encouraging a 
person to change can lead to increased job performance and 
personal satisfaction. 
  Initiative and independence must be developed as well. 
People need to be allowed to choose how their work should be 
organized and done. The concept of "we do it this way here", does 
not lead to job or personal satisfaction. For instance, if a person is 
left-handed, they are far better off doing things in a method that 
suits their abilities rather than trying to convert to the prescribed 
way of carrying out procedures. Similarly, if a person wishes to do 
the scheduling or book work entries at the start of the day rather 
than at the end of the day, management should try to make the 
arrangements necessary to make this happen.  
   There must be standards of comparison. People need to 
know how well they are doing at their jobs and where they could 
improve. This is usually the reason for a performance appraisal, but 
it is important to keep in mind that appraisals do not equate to 
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criticism. It may be necessary to explain the importance of 
completing tasks within timelines or changing the technique of 
doing a task. Unfortunately, many performance appraisals only 
frustrate the employee by adding more tasks to what appears to be 
an already overloaded agenda. 
  Job satisfaction needs to include an opportunity for growth 
and development. As people develop new attitudes and skills, their 
wants, needs and performance will change. An astute manager will 
be aware of these changes occurring and will be willing to provide 
training, job reclassification or a totally new position to take full 
advantage of the development of the employee.  People watch their 
kids go through school and are amazed at their changes and 
development, but rarely management ever look at an employee in 
the same light. 
 
3.5.0 Importance to Worker and Organization 
Importance of job satisfaction to worker and organisation 
refers many argues which had done by many researcher. Job 
satisfaction, a worker's sense of achievement and success, is 
generally perceived to be directly linked to productivity as well as 
to personal wellbeing. Job satisfaction implies doing a job one 
enjoys, doing it well, and being suitably rewarded for one's efforts. 
Job satisfaction further implies enthusiasm and happiness with 
one's work. The Harvard Professional Group (1998) sees ―job 
satisfaction as the keying radiant that leads to recognition, income, 
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promotion, and the achievement of other goals that lead to a 
general feeling of fulfillment.‖63 
For the organization, job satisfaction of its workers means a 
work force that is motivated and committed to high quality 
performance. Increased productivity, the quantity and quality of 
output per hour worked, seems to be a byproduct of improved 
quality of working life. It is important to note that the literature on 
the relationship between job satisfaction and productivity is neither 
conclusive nor consistent. However, studies dating back to 
Herzberg's (1957) have shown at least low ―correlation between 
high morale and high productivity, and it does seem logical that 
more satisfied workers will tend to add more value to an 
organization. Unhappy employees, who are motivated by fear of 
job loss, will not give hundred percent of their effort for very long. 
Though fear is a powerful motivator, it is also a temporary one, and 
as soon as the threat is lifted performance will decline.‖64 
Tangible ways in which job satisfaction benefits the 
organization include reduction in complaints and grievances, 
absenteeism, turnover, and termination; as well as improved 
punctuality and worker morale. Job satisfaction is also linked to a 
healthier work force and has been found to be a good indicator of 
longevity. It has relation with many aspects because it affects a 
person‘s Mental health, Physical health, and increases Output. 
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 Mental Health 
If a person remains continuously dissatisfied with the job 
and not enjoying the job, the job become burden for that person 
and burden also leads many diseases related to mental health. 
 Physical Health 
Job Satisfaction affects the physical health of the person. If a 
person is under continuous stress, he/she will suffer from health 
problems like headaches, heart and digestion related diseases etc. 
 Increase in output 
The output automatically increases with Job Satisfaction because 
when a person is happy with his job situation, he would like to put 
more effort in his work, which in turn will increase the output.  
It is interesting to find that some of the organizations, in 
spite of the overemphasis on the importance of human resources 
management in an organization, still pay less attention to the 
importance of job satisfaction. Due to lack of job satisfaction, most 
organizations either perform badly or lose skilled employees to 
other organizations with strong human resource policies. Job 
satisfaction is a result of employees‘ perceptions of how well their 
job provides those things that are viewed as important. It is seen as 
the emotional response to a job situation. According to literature, 
job satisfaction can be described under three dimensions:- 
 Job satisfaction as seen in the manner in which the 
employees react and respond to the job situation.  
Job satisfaction being determined by how outcomes meet or 
exceed expectations.  
Job satisfaction represents several related attitudes.  
Most organizations‘ employees are affected by the first 
dimension. They may feel happy or frustrated and decide to stay or 
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quit in the job. Job dissatisfaction affects both the organization and 
the employees negatively. As a result of employee dissatisfaction, 
the organization is affected through poor customer service, quality 
production and profitability. Lack of dedication and commitment; 
lack of innovative thinking; and high labor turnover, on the other 
hand, are the results of job dissatisfaction on the side of the 
employees. The two combined result in poor performance and low 
profitability of the organization.  Another dimension is the way 
employees are rewarded or remunerated for the job they have 
performed. If the wages are according to their expectations, then it 
means that there is a sense of job satisfaction. If the wages are less 
than what the employees expect for the work they have performed, 
it results in job dissatisfaction.  The third dimension refers to the 
satisfaction of employees of different issues in the organization 
apart from wages and duties. It could refer to self-fulfillment, the 
rank of the employee and the attitude of the employer.  
 There are a number of job characteristics about which employees 
have affective responses. The first characteristic is the work itself, 
it must provide opportunities for learning, be challenging and of 
interest.  The second characteristic is the monetary benefit. Most 
workers fail to understand the benefits they have in monetary 
terms. There is a feeling that employees should be given a flexible 
benefit plan that allows them to choose the benefits they feel are 
suitable for their needs. If this is in fact the case then benefits 
would lead to job satisfaction.  In view of the third characteristic of 
promotion opportunities, it is believed that workers who are 
promoted based on seniority rather than performance seem to have 
more job satisfaction.  Job satisfaction is also seen as a 
psychological satisfaction which employees derive from 
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performing a job. Performance of the job by an employee also 
requires that his/her expectations and aspirations in terms of 
reward, considerations and fulfillment of his/her needs, etc. be met. 
If these are fulfilled, he/she will be satisfied with the outcome of 
job performance and greater job satisfaction would generally 
motivate the employees in performing their tasks more efficiently 
and that results in company productivity.   
Satisfaction is associated with factors that have to do with 
work itself or to outcomes directly derived from it, for example, the 
nature of the job, achievement in the work, promotion 
opportunities and chance for personal growth, and recognition. 
These factors are associated with high levels of job satisfaction; 
hence they are motivators. This is also supported by the four Ps of 
job satisfaction which serves four interests as depicted below:  
 
3.5.1 The Four Ps of Job Satisfaction 
1. Physical interest – Physical interests encompass working 
conditions, nature of the job, salary and company benefits.  
2. Psychological interest – Psychological interests include 
emotions, job security, self-esteem, trust, and recognition and work 
environment.  
3. Political / Social interest – These include labor union affiliation 
and corporate social responsibility.  
4. Personal Development interest – These include the availability 
of training and development programmers, innovation and growth 
prospects.  
The organizations, therefore, have a responsibility to instill 
innovative thinking into the minds of the employees. For the 
employees to have that confidence, the managers have to show 
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recognition, trust, encouragement and delegation. That leads to job 
satisfaction. Once the employees experience job satisfaction, they 
automatically gain confidence and commitment, and in turn, 
become trustworthy. It does not end there. A committed, confident 
worker becomes an innovative thinker, and that automatically 
results in an increase in company productivity and profitability. 
The problem with most organizations is that since they start with 
little capital, they rush for high profits. Business managers should 
know that a business starts with negative profits. Managers should 
also be aware that they are competing with giant reputable 
competitors.   
 
3.5.2 Tips on How to Sustain Employees Job Satisfaction 
Managers should question as to what special treatment they 
have for their employees so as to protect them from being grabbed 
by giant competitors. Entrepreneurial thinking has to be instilled 
into the minds of the employees by involving them in decision-
making.  
The employees have to be encouraged to consider the 
present job as an opportunity for growth/training so that they also 
become future entrepreneurs. In this way they will develop a sense 
of commitment and be eager to learn.  
Managers should treat their employees as colleagues/co-
partners who shares the common goal of shipping the boat 
(business) across the river, to beat the competitor. Team building 
spirit should be encouraged among staff members.  
In most organizations, lack of job satisfaction is the primary 
cause of business failure. Managers need to fully understand that 
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the Human Resources Department occupies the heart of the 
organization. 
 
3.6.0 Benefits of Job Satisfaction 
There are major benefits of job satisfaction of employee, 
 Because of healthier, satisfied and employee organization 
become profitable. 
 Trained the employee effective and efficient for facing the 
competition of business. 
 More positive feeling toward one is self i.e. greater self-esteem. 
 More positive feeling toward one‘s i.e. improved job 
satisfaction & involvement. 
 More positive feeling toward the organization i.e. stronger 
commitment the organization goals. 
 Improved physical and psychological health. 
 Aerator growth and development of the individual as person and 
as a productive member of the organization.  
 Decreased absenteeism and turnover and less accident.  
 
3.7.0 Creating Job Satisfaction 
After this argue it is become very important to know, how 
organisation can create the job satisfaction. What are the elements 
of a job that create job satisfaction? Increasing job satisfaction is 
important for its humanitarian value and for its financial benefit 
(due to its effect on employee behavior.)  
 The most important need of an organization is to achieve the 
effective utilization of the resources that the organization has got at 
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its disposal. Men, Money, Machine, Method and Material have 
been classified as the Principal Resources. From all these five 
resources the most important source which needs to be taken care 
of properly is the handling its work force i.e. man. If the work 
force in an organization are properly. And met, then these are the 
people who can take the organization to the maximum height of 
glory and achievement 
Organizations can help to create job satisfaction by putting 
systems in place that will ensure that workers are challenged and 
then rewarded for being successful. Organizations that aspire to 
creating a work environment that enhances job satisfaction need to 
incorporate the following:
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 Flexible work arrangements, possibly including telecommuting  
 Training and other professional growth opportunities  
 Interesting work that offers variety and challenge and allows the 
worker opportunities to put his or her signature on the finished 
product  
 Opportunities to use one's talents and to be creative  
 Flexible benefits, such as child-care and exercise facilities  
 Up-to-date technology  
 Competitive salary and opportunities for promotion 
 Includes the family member of employees in functions 
Probably the most important point to bear in mind when 
considering job satisfaction is that there are many factors that 
affect job satisfaction and that what makes workers happy with 
their jobs varies from one worker to another and from day to day. 
Apart from the factors mentioned above, job satisfaction is also 
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influenced by the employee's personal characteristics, the 
manager's personal characteristics and management style, and the 
nature of the work itself. Managers who want to maintain a high 
level of job satisfaction in the work force must try to understand 
the needs of each member of the work force.  
For example, when creating work teams, managers can 
enhance worker satisfaction by placing people with similar 
backgrounds, experiences, or needs in the same workgroup. Also, 
managers can enhance job satisfaction by carefully matching 
workers with the type of work. For example, a person who does not 
pay attention to detail would hardly make a good inspector, and a 
shy worker is unlikely to be a good salesperson. As much as 
possible, managers should match job tasks to employees' 
personalities. 
―Managers who are serious about the job satisfaction of 
workers can also take other deliberate steps to create a stimulating 
work environment. One such step is job enrichment. Job 
enrichment is a deliberate upgrading of responsibility, scope, and 
challenge in the work itself. Job enrichment usually includes 
increased responsibility, recognition, and opportunities for growth, 
learning, and achievement. Large companies that have used job-
enrichment programs to increase employee motivation and job 
satisfaction include AT&T, IBM, and General Motors.‖66  
Good management has the potential for creating high 
morale, high productivity, and a sense of purpose and meaning for 
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the organization and its employees. Empirical findings by 
Ting(1997) show that ―job characteristics such as pay, promotional 
opportunity, task clarity and significance, and skills utilization, as 
well as organizational characteristics such as commitment and 
relationship with supervisors and co-workers, have significant 
effects on job satisfaction. These job characteristics can be 
carefully managed to enhance job satisfaction.‖67 
Of course, a worker who takes some responsibility for his or 
her job satisfaction will probably find many more satisfying 
elements in the work environment. Everett (1995) suggests that 
employees ask themselves the following questions:
68
 
 When have I come closest to expressing my full potential in a 
work situation?  
 What did it look like?  
 What aspects of the workplace were most supportive?  
 What aspects of the work itself were most satisfying?  
What did I learn from that experience that could be applied 
to the present situation?  
The importance of the participation and contribution of the 
employees in the growth of an organization has been very well 
understood by sociologists and psychologists. Now, employees can 
enjoy the fruits of their contribution in the form of satisfaction or 
their needs. Money is considered as - one to the important factors 
to satisfy man. No doubt, money is the motivator it is a reward for 
one‘s need. It satisfies so many desires connected with the 
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psychological needs of a man. But to term it ‗to cure all‘ would not 
be correct. 
What is needed to be analyzed for the growth of an 
organization is how best the human talent can be mobilized and 
utilized to the optimum.  
For all this the organization needs to study the following 
factors: 
 What makes a person work?  
 What does a worker want from the job?  
 What are the things that satisfy or dissatisfy a worker?  
It is related to several inter-related factors like morale, 
motivation recognition, praise, etc. An organization can correct 
certain bad situations and thereby improve the job satisfaction of 
its workers by discovering their attitudes towards the factors 
related to the job. The organization can contribute effectively to the 
job satisfaction. 
The present industrial culture is characterized by a work 
system, which does not significantly stimulate workers to peak 
performance. It has led to a state where many individuals have 
become alienated and consequently, have lost zest fort work. It has 
not helped individuals in gratifying their social and psychological 
needs and has therefore generated felling of subordinator, 
dependence and sub-massiveness. It has also de-emphasized self 
actualization, growth process, creativity and innovativeness. The 
situation is still worse in case of small-case units where workers, in 
70 
 
absence of job security and adequate work reward it extremely 
difficult to satisfy their physiological needs continuously. 
Research studies have also stated, in general, that many 
persons work today not because work offers any pleasure but there 
is no other way of earning a living. Under the circumstances, where 
increased employee alienation from system of work is one of the 
important facets of work life these days. Jobs do not seem to arouse 
interest or satisfaction among employees. 
Job has been kilned as a piece of work either complete or 
bits, by performing which one earns lively hood. Though economic 
returns that job yields to its workers decide its importance, 
psychological and biological aspects are of no less importance. 
Job is a highly complex phenomenon in our present technical 
development. The more complex phenomenon is job satisfaction 
because job cannot be separated from the individual who performs 
it. Employees motives experience and social interrelations with his 
family company and community must be considered. Thus, apart 
from mechanical aspect and economic aspect job has psychological 
aspect too. This aspect is generally overlooked by many 
organizations and work is given prime importance. They forget that 
it is the human being who does work.  
 
3.8.0 Employees Role in Job Satisfaction 
Employee‘s role is very important in job satisfaction. If 
employees know that job satisfaction is beneficial for them, surely 
they must be able to contribute to their own satisfaction and well-
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being on the job. The following suggestions can help an employee 
to find out the personal job satisfaction: 
 Develop excellent communication skills. Employer‘s value and 
reward excellent reading, listening, writing, and speaking skills.  
 Know more. Acquire new job-related knowledge that helps 
his/her to perform tasks more efficiently and effectively. This 
will relieve boredom and often gets one noticed.  
 Demonstrate creativity and initiative. Qualities like these are 
valued by most organizations and often result in recognition as 
well as in increased responsibilities and rewards.  
 Develop teamwork and people skills. A large part of job success 
is the ability to work well with others to get the job done.  
 Accept the diversity in people. Accept people with their 
differences and their imperfections and learn how to give and 
receive criticism constructively.  
 See the value in your work. Appreciating the significance of 
what one does can lead to satisfaction with the work itself. This 
helps to give meaning to one's existence, thus playing a vital 
role in job satisfaction.  
 Learn to de-stress. Plan to avoid burnout by developing healthy 
stress-management techniques. 
 
3.9.0 Factors Influencing Job Satisfaction 
There are number of factors which influence one's 
satisfaction in the job situation. They can be categorized under two 
broad headings. 
(i) Organizational Factors. 
(ii) Personal Factors. 
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3.9.1 Organizational Factors 
A major amount of time is spent at a work place by 
employees so it must fulfill their needs to some extent. The factors 
related to the work place are:  
 
 Reward 
Rewarding staff appropriately is important. Experienced 
human resources consultancies and practitioners who are engaged 
in staff selection, assessment and recruitment are often able to 
evaluate and assess the needs and wants of individuals fairly 
accurately. By having them, especially those with many years of 
expertise and experience on your human resources maintenance 
team, organizations can develop strategic and creative benefits and 
wages to attract, retain and motivate talent who will achieve high 
performance for the organization and job satisfaction for 
themselves.  Job satisfaction is often achieved where performance 
is recognized by appropriate and equitable performance related pay 
supplemented with other perks, benefits and non-financial 
recognition and rewards, which meets the team member‘s 
expectation. Non-financial rewards have more impact than 
financial recognition in attaining job satisfaction. 
 
 The work itself 
The content of the work itself is a major source of 
satisfaction. This means the extent to which the job provides the 
individual with interesting tasks, opportunities for learning, and the 
chance to accept responsibility. Research made with reference to 
the job characteristics, and approach to the job design shows that 
feedback from the job itself and autonomy are two major job-
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related motivational factors. Some of the most important 
ingredients of job satisfaction include interesting and challenging 
work and a job that provides status.  
 
 Compensation  
Wages and salaries are significant, but a complex and 
multidimensional factor in job satisfaction. Money not only helps 
people to attain their basic needs, but also is instrumental in 
providing upper level need satisfaction. Employees often consider 
salary as a reflection of how management views their contribution 
to the organization. Fringe benefits are also important, but they are 
not as influential. One reason undoubtedly is that most employees 
do not even know the benefits they are receiving.  
Moreover, most tend to undervalue these benefits because 
they cannot see their practical value. Research made regarding 
compensation, indicates that if employees are allowed flexibility in 
choosing the type of benefits they prefer within a total package, 
called a flexible benefits plan, there is a significant increase in both 
benefit satisfaction and overall job satisfaction.  
 
 Career growth 
 Promotional opportunities seem to have a varying effect on 
job satisfaction. This is because promotions take different forms 
and include a variety of rewards. For example, individuals who are 
promoted on the basis of seniority often experience job satisfaction 
but not as much as those who are promoted based on their 
performance.  
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 Supervision 
 Supervision is another moderately important source of job 
satisfaction. There are two dimensions of supervisory style that 
affects job satisfaction. One is employee-centeredness, which is 
measured by the degree to which a supervisor takes personal 
interest in the welfare of the employees. 
 The other dimension is participation or influence, as 
illustrated by managers who allow their people to participate in 
decisions that affect their own jobs. This approach, generally, leads 
to higher job satisfaction. It is proved that a participative 
environment created by the supervisor has a more substantial effect 
on worker‘s satisfaction than participation in a specific decision.  
 
 Co-workers  
 Friendly, co-operative co-workers are a modest source of 
job satisfaction. The work group serves as a source of support, 
comfort, advice, and assistance to the individual. A ‗good‘ work 
group makes the job more enjoyable.  
On the other hand, if this factor is not considered with care, 
then it may have reverse effects, meaning thereby, that the people 
are difficult to get along with. This will have a negative effect on 
job satisfaction.  
 
 Work environment  
Work environment and working conditions are factors that 
have a modest effect on job satisfaction. If working conditions are 
good – clean, attractive surroundings- employees find it easier to 
carry out their job. Most people do not give working conditions a 
great deal of thought unless they are extremely bad. The physical 
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working conditions like availability of necessary furniture, lighting 
facilities, work hazard also plays a major role in the factor of job 
satisfaction. 
But this is crucial because it has a direct effect on job 
satisfaction. On the contrary, if working conditions are given 
importance, productivity and accomplishment of objectives are 
enhanced.  
The second important factors in the job satisfaction of the 
person are the personal factors.  
These are as follows: 
 
3.9.2 Personal Factors  
 
 Interest 
Whether the nature of the work is of interest to he employee 
is a question. Answer of which tells the job satisfaction of the 
person.  
 
 Personality Traits  
 Some jobs are suitable only to a certain type of 
personalities. For example a doctor or a sales person Job is such 
that they are in regular contact with general public. If they are shy 
in nature or cannot talk much they will not be able to be successful 
in that setting which will cause dissatisfaction to them.  
While choosing for a job one should see that they have those 
personality traits which are necessary for that job because matching 
of the personality traits with the job is very necessary.       
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 Status and Seniority 
It has been found that the higher a person's position with in 
the organisation the Job Satisfaction reported is also high. Status is 
highly affected on Job Satisfaction. 
 
 Life Satisfaction 
Whether the job which a person is doing giving the person 
life satisfaction too? Life satisfaction is a teen which is referred to 
Maslow's hierarchy of need of self equalization. A person wants to 
establish or reach a goal in his life and it can be accomplished 
through the work which one is doing. It is other than the monetary 
part.  
 
3.10.0 Sources of Job Satisfaction  
 
 Company and Administrative Policies 
  An organization's policies can be a great source of 
frustration for employees if the policies are unclear or unnecessary 
or if not everyone is required to follow them. Although employees 
will never feel a great sense of motivation or satisfaction due to 
your policies, you can decrease dissatisfaction in this area by 
making sure your policies are fair and apply equally to all. Also, 
make printed copies of your policies-and-procedures manual easily 
accessible to all members of your staff. If you do not have a written 
manual, create one, soliciting staff input along the way. If you 
already have a manual, consider updating it (again, with staff 
input). You might also compare your policies to those of similar 
practices and ask yourself whether particular policies are 
unreasonably strict or whether some penalties are too harsh. 
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 Supervision 
  To decrease dissatisfaction in this area, you must begin by 
making wise decisions when you appoint someone to the role of 
supervisor. Be aware that good employees do not always make 
good supervisors. The role of supervisor is extremely difficult. It 
requires leadership skills and the ability to treat all employees 
fairly. You should teach your supervisors to use positive feedback 
whenever possible and should establish a set means of employee 
evaluation and feedback so that no one feels singled out. 
 
 Salary 
The old adage "you get what you pay for" tends to be true 
when it comes to staff members. Salary is not a motivator for 
employees, but they do want to be paid fairly. If individuals believe 
they are not compensated well, they will be unhappy working for 
you. Consult salary surveys or even your local help-wanted ads to 
see whether the salaries and benefits you're offering are 
comparable to those of other offices in your area. In addition, make 
sure you have clear policies related to salaries, raises and bonuses. 
 
 Interpersonal Relations 
 Remember that part of the satisfaction of being employed is 
the social contact it brings, so allow employees a reasonable 
amount of time for socialization (e.g., over lunch, during breaks, 
between patients). This will help them develop a sense of 
camaraderie and teamwork. At the same time, you should crack 
down on rudeness, inappropriate behavior and offensive comments.  
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 Working Conditions  
The environment in which people work has a tremendous 
effect on their level of pride for themselves and for the work they 
are doing. Do everything you can to keep your equipment and 
facilities up to date. Even a nice chair can make a world of 
difference to an individual's psyche. Also, if possible, avoid 
overcrowding and allow each employee his or her own personal 
space, whether it is a desk, a locker, or even just a drawer. If you've 
placed your employees in close quarters with little or no personal 
space, don't be surprised that there is tension among them. Before 
you move on to the motivators, remember that you cannot neglect 
the hygiene factors discussed above. To do so would be asking for 
trouble in more than one way. First, your employees would be 
generally unhappy, and this would be apparent to your patients. 
Second, your hardworking employees, who can find jobs 
elsewhere, would leave; while you‘re mediocre employees would 
stay and compromise your practice's success. So deal with hygiene 
issues first, then move on to the motivators. 
 
 Work it Self  
  Perhaps most important to employee motivation is helping 
individuals believe that the work they are doing is important and 
that their tasks are meaningful. Emphasize that their contributions 
to the practice result in positive outcomes and good health care for 
your patients. Share stories of success about how an employee's 
actions made a real difference in the life of a patient, or in making 
a process better. Of course employees may not find all their tasks 
interesting or rewarding, but you should show the employee how 
those tasks are essential to the overall processes that make the 
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practice succeed. You may find certain tasks that are truly 
unnecessary and can be eliminated or streamlined, resulting in 
greater efficiency and satisfaction. 
 
 Achievement 
  One premise inherent in Hertzberg‘s theory is that most 
individuals sincerely want to do a good job. To help them, make 
sure you've placed them in positions that use their talents and are 
not set up for failure. Set clear, achievable goals and standards for 
each position, and make sure employees know what those goals 
and standards are. Individuals should also receive regular, timely 
feedback on how they are doing and should feel they are being 
adequately challenged in their jobs. Be careful, however, not to 
overload individuals with challenges that are too difficult or 
impossible, as that can be paralyzing. 
 
 Recognition 
   Individuals at all levels of the organization want to be 
recognized for their achievements on the job. Their successes don't 
have to be monumental before they deserve recognition, but your 
praise should be sincere. If you notice employees doing something 
well, take the time to acknowledge their good work immediately. 
Publicly thank them for handling a situation particularly well. 
Write them a kind note of praise. Or give them a bonus, if 
appropriate. You may even want to establish a formal recognition 
program, such as "employee of the month." 
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 Responsibility  
Employees will be more motivated to do their jobs well if 
they have ownership of their work. This requires giving employees 
enough freedom and power to carry out their tasks so that they feel 
they "own" the result. As individuals mature in their jobs, provide 
opportunities for added responsibility. Be careful, however, that 
you do not simply add more work. Instead, find ways to add 
challenging and meaningful work, perhaps giving the employee 
greater freedom and authority as well. 
 
 Advancement  
Reward loyalty and performance with advancement. If you do not 
have an open position to which to promote a valuable employee, 
consider giving him or her a new title that reflects the level of work 
he or she has achieved. When feasible, support employees by 
allowing them to pursue further education, which will make them 
more valuable to your practice and more fulfilled professionally. 
In essence, if these six sutras are taken care of then certainly 
there will be job satisfaction and employees will be more 
productive and creative.  
 
 A Strong Motivator 
Job satisfaction is often a strong motivator in work 
endeavors. Research has shown that job satisfaction can lead to 
high job performance especially for professionals and high-level 
employees, commonly known as talent.  
As jobs and work in the new economy shift to 
professionalized knowledge-based, info-tech, info-comm. and bio-
science characteristics, job satisfaction will increasingly become a 
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key driver of individual motivation and effort. Research has also 
shown that there exists a relationship between individual 
performance measured at a certain time and later job satisfaction. 
However, this relation is conditional to performance being fairly 
rewarded in appropriate form as perceived by the recipient. 
 
 Quality of Work-Life 
One hallmark of a socially responsible organization is its 
success in achieving not only high performance outcomes, but also 
in helping its team members experience a high level of job 
satisfaction. Quality of work-life (QWL) is a key indicator of the 
overall quality of human experience in the workplace. QWL 
expresses a clear way of thinking about people, their work, and the 
organization in which their careers are fulfilled. QWL establishes a 
clear objective that high performance can be achieved with high 
job satisfaction. 
 
 High Job Satisfaction 
Achieving high job satisfaction needs some simple 
strategies. Offer your team members a variety of meaningful tasks. 
Repetitive routine work often leads to job dissatisfaction. As a 
leader, think about introducing application of creativity in their 
work. Rotate the staff to different tasks at regular intervals so that 
their works remain challenging. 
  If you have to supervise do it unobtrusively. Give more 
responsibility by empowering your team members. Allow them 
opportunity to self pace themselves. Give frequent and non-critical 
feedback on performance and provide opportunity for self-
development to overcome inadequacies. People like to feel in 
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control of them to feel good about them— a key component of job 
satisfaction!  
 
 Employee Communications 
Unclear targets and objectives and poor communication can 
contribute to dissatisfaction and eventually lead to poor work 
performance. If you are administering rewards, make sure they 
match their expectation. If their expectations are unrealistic, take 
time to make comparison to equivalent and comparable jobs and 
broad work related environmental condition to similar employers. 
Explain this to your team members. Job satisfaction needs effective 
communication about the tasks, which have to be done. 
 The team member must know the performance achieved in 
relation to the target. Regular work appraisal should therefore be 
provided. More importantly they must have an awareness of 
departmental and organizational changes, which affects their job. 
Change agents should periodically meet team members to share the 
progress on changes no matter how small. Critical to this is 
listening to employees‘ feedback and their perception as it is more 
likely to affect their job satisfaction and work performance. 
 
 Organizational Benefits 
Improved job satisfaction in the work place will reduce 
social problems. The creative aspect of achieving satisfaction will 
reduce if not overcome boredom and monotony in work, physical 
strain and mental stress. The benefits to an organization will also 
include a lower absenteeism rate and lower staff turn-over. These 
translate into lower losses, less late-coming, fewer grievances and 
more effective cost control. Satisfied team members are generally 
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more committed to the work place success than those who do not 
find job satisfaction. A satisfied team member is more likely to 
perform well cheerfully than other employees. 
Job satisfaction is an emotion, a feeling, an attitude and a 
matter of perception. It arises from the employee‘s appraisal of 
experience at work. It involves likes and dislikes as well as needs 
and wants which are internal and external to the employee. As an 
employer or leader if you fail to meet them, there is a high 
probability you will also not achieve high performance. Creating 
job satisfaction remains a challenge for many human resources 
executives and line executives. By having an experienced business 
partner skilled in people relations can greatly help in meeting this 
challenge.  Achieving high job satisfaction for employees or team 
members is pre-requisite for becoming a market leader and 
champion! 
The happier people are within their job, the more satisfied 
they are said to be. Job satisfaction is not the same as motivation, 
although it is clearly linked. Job design aims to enhance job 
satisfaction and performance; methods include job rotation, job 
enlargement and job enrichment. Other influences on satisfaction 
include the management style and culture, employee involvement, 
empowerment and autonomous work groups. Job satisfaction is a 
very important attribute which is frequently measured by 
organizations. The most common way of measurement is the use of 
rating scales where employees report their reactions to their jobs. 
Questions relate to rate of pay, work responsibilities, variety of 
tasks, promotional opportunities the work itself and co-workers. 
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3.11.0 Models of job satisfaction 
3.11.1 Affect Theory 
Edwin A. Locke’s69 Range of Affect Theory (1976) is 
arguably the most famous job satisfaction model. The main 
premise of this theory is that ―satisfaction is determined by a 
discrepancy between what one wants in a job and what one has in a 
job. Further, the theory states that how much one values a given 
facet of work (e.g. the degree of autonomy in a position) moderates 
how satisfied/dissatisfied one becomes when expectations 
are/aren‘t met. When a person values a particular facet of a job, his 
satisfaction is more greatly impacted both positively (when 
expectations are met) and negatively (when expectations are not 
met), compared to one who doesn‘t value that facet. To illustrate, if 
Employee A values autonomy in the work place and Employee B is 
indifferent about autonomy, then Employee A would be more 
satisfied in a position that offers a high degree of autonomy and 
less satisfied in a position with little or no autonomy compared to 
Employee B. This theory also states that too much of a particular 
facet will produce stronger feelings of dissatisfaction the more a 
worker values that facet. 
 
3.11.2 Dispositional Theory 
Another well-known job satisfaction theory is the 
Dispositional Theory. It is a very general theory that suggests that 
people have innate dispositions that cause them to have tendencies 
toward a certain level of satisfaction, regardless of one‘s job. This 
                                                 
69. E. P. Locke and Weiss H. M: Organization behaviour: affect in the workplace, Annual Review of 
Psychology (1976}, p. p. 53, 279-307. 
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approach became a notable explanation of job satisfaction in light 
of evidence that job satisfaction tends to be stable over time and 
across careers and jobs. Research also indicates that identical twins 
have similar levels of job satisfaction. 
Judge
70
 (1998) significant model that narrowed the scope of 
the Dispositional Theory was the Core Self-evaluations Model, 
there are four Core Self-evaluations that determine one‘s 
disposition towards job satisfaction: self-esteem, general self-
efficacy, locus of control, and neuroticism. This model states that 
higher levels of self-esteem (the value one places on his/her self) 
and general self-efficacy (the belief in one‘s own competence) lead 
to higher work satisfaction. Having an internal locus of control 
(believing one has control over her\his own life, as opposed to 
outside forces having control) leads to higher job satisfaction. 
Finally, lower levels of neuroticism lead to higher job satisfaction. 
 
3.11.3 Two-Factor Theory (Motivator-Hygiene Theory) 
Frederick Herzberg’s71 two factor theory (also known as 
Motivator Hygiene Theory) attempts to explain satisfaction and 
motivation in the workplace. Herzberg observed that certain factors 
were associated with satisfaction, whereas others tend to be 
associated with dissatisfaction.
 
Satisfaction depends on motivators. 
Dissatisfaction results from the absence of sufficient hygienic 
factors.  
Hygienic factors are those which help prevent dissatisfaction 
but do not increase satisfaction or motivation. They include pay, 
                                                 
70.   T. A. Judge, Thoresen, C.J. Bono and G. K. Patton: - A qualitative and quantitative 
review, Psychological Bulletin (2001). p. p. 370-407. 
71. F. Hertzberg, B. Mausner and B.B. Snyderman: The motivation to work (2
nd
 Ed.) New 
York (1959). 
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working conditions, job security, status, internal policy of 
organization, workers, personal life etc. Motivators are those 
factors leading to satisfaction and motivation. They include 
psychological role, interesting and challenging work, recognition 
and achievement, responsibility, opportunity for advancement, 
interaction with others and the factors inherent in the work itself.  
 
Herzberg proposed that- 
a) Factors of satisfaction and dissatisfaction are separate and 
distinct from each other, and 
b) Satisfaction stems from motivators or factors intrinsic to work 
and dissatisfaction stems from hygiene factors which are 
extrinsic to work it self. 
Herzberg‘s two factor theory has made a significant 
contribution in understanding of human behaviour. The theory 
draws the attention of managers to the importance of job content 
factors in work motivation.  
While Herzberg‘s model has stimulated much researchers 
have been unable to reliably empirically prove the model, with 
Hackman and Oldham suggesting that Herzberg‘s original 
formulation of the model may have been a methodological artifact. 
Furthermore, the theory does not consider individual differences, 
conversely predicting all employees will react in an identical 
manner to changes in motivating / hygiene factors. Finally, the 
model has been criticized in that it does not specify how 
motivating/ hygiene factors are to be measured. 
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3.12.0 Methods of the Measuring Job Satisfaction 
There are many methods for measuring job satisfaction. By 
far, the most common method for collecting data regarding job 
satisfaction is the Likert scale (named after Rensis Likert). Other 
less common methods of for gauging job satisfaction include: 
Yes/No questions, True/False questions, point systems, checklists, 
and forced choice answers.  
Smith, Kendall, & Hulin
72
 (1969), created the Job 
Descriptive Index (JDI), is a specific questionnaire of job 
satisfaction that has been widely used. It measures one‘s 
satisfaction I n five facets: pay, promotions and promotion 
opportunities, coworkers, supervision, and the work itself. The 
scale is simple, participants answer either yes, no, or can‘t decide 
(indicated by ‗?‘) in response to whether given statements 
accurately describe one‘s job. 
The Job in General Index is an overall measurement of job 
satisfaction. It is an improvement to the Job Descriptive Index 
because the JDI focuses too much on individual facets and not 
enough on work satisfaction in general. 
Other job satisfaction questionnaires include: the Minnesota 
Satisfaction Questionnaire (MSQ), the Job Satisfaction Survey 
(JSS), and Faces Scale. The MSQ measures job satisfaction in 20 
facets and has a long form with 100 questions (five items from 
each facet) and a short form with 20 questions (one item from each 
facet). The JSS is a 36 item questionnaire that measures nine facets 
of job satisfaction. Finally, the Faces Scale of job satisfaction, one 
of the first scales used widely, measured overall job satisfaction 
                                                 
72. P. C. Smith, L.M. Kendall and C. L. Hulin: Measurement of satisfaction in work and retirement. 
Chicago: Rand McNally (1969). 
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with just one item which participants respond to by choosing a 
face. 
 
3.13.0 Superior-Subordinate Communication 
Superior-subordinate communication is an important 
influence on job satisfaction in the workplace. The way in which 
subordinate‘s perceive a supervisor‘s behavior can positively or 
negatively influence job satisfaction. Communication behavior 
such as facial expression, eye contact, vocal expression, and body 
movement is crucial to the superior-subordinate relationship. 
Nonverbal messages play a central role in interpersonal 
interactions with respect to impression formation, deception, 
attraction, social influence, and emotional expression. Nonverbal 
immediacy from the supervisor helps to increase interpersonal 
involvement with their subordinates impacting job satisfaction. The 
manner in which supervisors communicate their subordinates may 
be more important than the verbal content. Individuals who dislike 
and think negatively about their supervisor are less willing to 
communicate or have motivation to work where as individuals who 
like and think positively of their supervisor are more likely to 
communicate and are satisfied with their job and work 
environment. The relationship of a subordinate with their 
supervisor is a very important aspect in the workplace. Therefore, a 
supervisor who uses nonverbal immediacy, friendliness, and open 
communication lines is more willing to receive positive feedback 
and high job satisfaction from a subordinate where as a supervisor 
who is antisocial, unfriendly, and unwilling to communicate will 
naturally receive negative feedback and very low job satisfaction 
from their subordinate‘s in the workplace. 
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3.14.0 Job satisfaction and Emotions Relationships and     
practical implications 
Mood and emotions while working are the raw materials 
which cumulate to form the affective element of job satisfaction. 
According to Weiss and Cropanzano,
73
 1996
 
 Moods tend to be 
longer lasting but often weaker states of uncertain origin, while 
emotions are often more intense, short-lived and have a clear object 
or cause. There is some evidence in the literature that state moods 
are related to overall job satisfaction.
 
 Positive and negative 
emotions were also found to be significantly related to overall job 
satisfaction. Frequency of experiencing net positive emotion will 
be a better predictor of overall job satisfaction than will intensity of 
positive emotion when it is experienced. Emotion regulation and 
emotion labor are also related to job satisfaction. Emotion work (or 
emotion management) refers to various efforts to manage 
emotional states and displays. Emotion regulation includes all of 
the conscious and unconscious efforts to increase, maintain, or 
decrease one or more components of an emotion. Although early 
studies of the consequences of emotional labor emphasized its 
harmful effects on workers, studies of workers in a variety of 
occupations suggest that the consequences of emotional labor are 
not uniformly negative.  
It was found that suppression of unpleasant emotions 
decreases job satisfaction and the amplification of pleasant 
                                                 
73. Weiss HM, Cropanzano R. (1996). Affective events theory: a theoretical discussion of the structure, 
causes and consequences of affective experiences at work. Research in Organizational Behavior p- 74.  
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emotions increases job satisfaction. The understanding of how 
emotion regulation relates to job satisfaction concerns two models: 
1. Emotional dissonance. Emotional dissonance is a state of 
discrepancy between public displays of emotions and internal 
experiences of emotions, which often follows the process of 
emotion regulation. Emotional dissonance is associated with high 
emotional exhaustion, low organizational commitment, and low job 
satisfaction. 
2. Social interaction model. Taking the social interaction 
perspective, workers‘ emotion regulation might beget responses 
from others during interpersonal encounters that subsequently 
impact their own job satisfaction. For example: The accumulation 
of favorable responses to displays of pleasant emotions might 
positively affect job satisfaction. Performance of emotional labor 
that produces desired outcomes could increase job satisfaction.  
Job Satisfaction can be an important indicator of how 
employees feel about their jobs and a predictor of work behaviours 
such as organizational citizenship, absenteeism, and turnover. 
Further, job satisfaction can partially mediate the relationship of 
personality variables and deviant work behaviors. 
―One common research finding is that job satisfaction is 
correlated with life satisfaction.‖74 This correlation is reciprocal, 
meaning people who are satisfied with life tend to be satisfied with 
their job and people who are satisfied with their job tend to be 
satisfied with life. However, some research has found that ―job 
satisfaction is not significantly related to life satisfaction when 
                                                 
74. Rain, J.S., Lane, I.M. & Steiner, D.D. (1991) A current look at the job satisfaction/life satisfaction 
relationship: Review and future considerations. Human Relations, 44, 287–307.  
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other variables such as non work satisfaction and core self-
evaluations are taken into account.‖75 
 
3.15.0 Importance of Motivation 
Probably, no concept of HRM receives as much attention of 
academicians, researchers, and practicing managers as motivation 
for job satisfaction. The increased attention towards motivation is 
justified by several reasons.  
Employees are always looking for better way to do job. This 
statement can apply to corporate strategists, and to production. 
When people actively seek new ways of doing things, they usually 
find them. It is the responsibility of managers to make employee 
look for better way of doing their jobs. An understanding of the 
nature of motivation is helpful in this context of job satisfaction. 
A satisfaction employee, generally, is more quality oriented. 
This is true whether we are talking about a top manger spending 
extra time on data gathering and analysis for a report, or a clerk 
taking extra care when filing important documents. In either case 
the organization benefits, because individuals in and outside the 
organization see the enterprise as quality conscious. A clear 
understanding of the way motivation works helps a manager make 
his employees quality oriented. 
Highly satisfied workers are more productive than apathetic 
workers. Every organization requires human resources, in addition 
to financial and physical resources for it to function. Three 
behavioral dimensions of HR are significant to the organizations-
(i). People must be attracted not only, to join organization but also 
                                                 
75. Rode, J. C. (2004). Job satisfaction and life satisfaction revisited: A longitudinal test of an 
integrated model. Human Relations, Vol 57(9), 1205-1230.  
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to remain in it, (ii) people must perform the task for which they are 
hired, and must do so in dependable manner; and (iii) people must 
go beyond this dependable role performance and engage in some 
form of creative, spontaneous, and innovative at work. In other 
words, for an organization to be effective, it must come to with the 
job satisfaction of stimulating both-the decision to participate and 
decision to produce at work. 
Through job satisfaction as a concept represents a highly 
complex phenomenon that affects, and is affected by, a multitude 
of factors in the organizational milieu. A comprehensive 
understanding of the way in which an organization functions, 
requires that increasing attention be directed towards the question 
of why people behave as they do on their jobs? An understanding 
of the topic of motivation is thus essential in order to comprehend 
more fully the effects of variations in other reactions (such as 
leadership style, job realization, and salary systems) as they relate 
to performance, satisfaction, and so forth.  
Yet another reason why increasing attention is paid towards 
motivation as a part of job satisfaction can be found in the present 
and future technology required for production. As technology 
increases in complexity, machines tend to become necessary, yet 
insufficient, vehicles of effective and efficient operations. Modern 
technology can no longer be considered synonymous with the term 
‗automation‘. Consider the example of the highly technology-based 
space programmer in our country.  
 The secret behind the success of any organisation are their 
employees who are both capable of using power and are willing to 
use the advanced technology to reach the goals through job 
satisfaction.  
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Finally, while organizations have, for some time, viewed 
their financial and physical resources from a long-term perspective, 
only recently have they begun seriously to apply this same 
perspective to their human resources.  Many organizations are now 
beginning to pay increasing attention to developing to developing 
their employees as future resources (a ‗talent bank‘) upon which 
they can draw, as they grow and develop. Evidence for such a 
concern can be seen in the recent growth of management and 
organizational development programmers, in the increased 
popularity of ‗assessment center‘ appraisals, in recent attention to 
H.R. planning, and in emergence of HR accounting systems. More 
concern is being director, in addition, towards stimulating 
employees to enlarge their job (skills through training, job design, 
job rotation, and so on) at both blue- collar and white-collar levels, 
in an effort to ensure a continual reservoir of well-trained and 
highly job satisfaction people. 
 
3.15.1 Motivation and Its Effects on Job Satisfaction 
 A basic principle is that the performance of an individual 
depends on his or her ability backed by motivation. For job 
satisfaction stated algebraically the principle is: 
          Performance=f (ability x motivation) 
Ability refers to the skill and competence of the person to 
complete a given task. However, ability alone is not enough. The 
person‘s desire to accomplish the task is also necessary. 
Organizations become successful when employee have abilities 
and desire to accomplish give task. 
Motivation in simple terms may be understood as the set of 
force that causes people to behave in certain ways. The framework 
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show in  below picture helps us understand the nature of job 
satisfaction better.  
 
 
 
 
 
 
 
                                   
 
 
 
 
 
 
  
 
It can be observed by looking above framework. The 
frameworks comprise six steps. Job satisfaction process as shown 
in the figure begins with the individual‘s needs (step 1). Needs are 
felt deprivation which the individual experience at given time and 
as energizers. The needs may be psychological (e.g., thee need 
recognitions, physiological (e.g., the need for water, air or food) or 
social (e.g., the need for friendship). These deprivations force the 
individual to search for ways to reduce or eliminate them (step 2). 
Job satisfaction is goal directed (step 3). A goal is a specific result 
that the individual want to achieve. An employee‘s goal is often 
driving force and accomplishing those can significantly reduce 
needs.  
For example, some employees have strong drives for 
advancement and expectations that working long hours on visible 
1 
Identifies needs 
5  
Receives either 
reward or 
punishment 
2 
Searches for ways 
to satisfy needs 
Employees 
3  
Engages in goal 
directed behavior 6  
Needs Reassess 
deficiencies 
4 
 Performs 
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projects will lead to promotions, raise and greater influence. Such 
needs and expectations often create uncomfortable tension within 
these individuals. Believing that certain specific behaviors can 
overcome this employee‘s act to reduce it.  
Employees striving to advance may seek to work on major 
problems facing the organization in order to gain viability and 
influence with senior managers (step 4). Promotions and raise are 
two of the way that organizations seek to maintains behaviors. 
They are signals (feedback) to employees that their needs for 
advancement and recognition and their behaviors are appropriate 
(step 5). Once the employees have received either rewards or 
punishments, they reassess their needs (step 6). 
 
 
3.16.0 Assuring Job Satisfaction  
Assuring job satisfaction, over the long term, requires 
careful planning and effort both by management and by workers. 
Managers are encouraged to consider such theories as 
Herzberg's(1957) and Maslow's (1943) ―Creating a good blend of 
factors that contribute to a stimulating, challenging, supportive, and 
rewarding work environment is vital. Because of the relative 
prominence of pay in the reward system, it is very important that 
salaries be tied to job responsibilities and that pay increases be tied 
to performance rather than seniority.‖76 77 
So, in essence, job satisfaction is a product of the events and 
conditions that people experience on their jobs. Brief (1998) wrote: 
"If a person's work is interesting, her pay is fair, her promotional 
                                                 
76. Herzberg, F., Mausner, B., Peterson, R. O., and Capwell, D. F. (1957). Job Attitudes: review of 
research and Opinion. Pittsburgh: Psychological Service of Pittsburgh.76 
77. Maslow, Abraham. H. (1943). "A theory of human motivation." Psychological Review 50:370-396. 
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opportunities are good, her supervisor is supportive, and her 
coworkers are friendly, then a situational approach leads one to 
predict she is satisfied with her job"
78
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 78.  Brief, Arthur P. (1998). Attitudes in around organizations. Thousand Oaks, CA: Sage. p.-91 
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Introduction to the Unit 
4.1.0 Backdrop 
Municipal Corporation of India is a state government 
formed department that works for the development of a city. The 
growing population and urbanization in various cities of India were 
in need of a local governing body that can work for providing 
necessary community services like health centers, educational 
institutes and matters related to housing and property tax. 
Municipal Corporation in India formed under the Corporations Act 
of 1835 of Panchayati Raj system mainly deals in providing 
essential services in every small town as well as village of a 
district/city. Their elections are held once in five year and the 
people choose the candidates. The aim behind its creation was to 
provide the convenient services to the people as it caters to their 
daily problems and holds a central importance in the entire state 
departments.  
Municipal Corporation occupies a key place in the Indian 
economy in terms of employment and investment. Over the years, 
Municipal Corporation have grown both in number and size and 
spread to most of the vital sectors of the economy. They were 
conceived as powerful tools in the process of economic 
development. 
Municipal Corporations are expected to fulfill the social as 
well as economic obligation to ensure all round development of the 
economy. But un- fortunately, due to many reasons most of the 
time many municipal corporation are not able to fulfill the 
promises for which municipal corporation have been established. 
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  Researcher comes to know the questions of employees of 
Municipal Corporation many times by newspapers or media. Many 
employees have been facing problem from senior, management, 
corporators etc. related to over workload, unsafe work on a site, 
insufficient distribution of vehicles, use of abusive language from 
senior staff, problems related to promotion, extra work, etc. ―In 
Rajkot dated 22-7-2010 on Thursday the engineers of technical 
branch of Municipal Corporation kept holiday of one day. They 
complained to deputy commissionaire related to many problems 
like workload, unsafe work on a site, insufficient distribution of 
vehicles and use of abusive language. They also complain because 
of these problems sixty percent of employees of this cadre are 
facing diseases like diabetes, blood pressure etc.‖79 It is lead 
dissatisfaction. Municipal Corporation is a foundation of 
development of the any city. If their employees are not satisfied 
from organisation it is tend many problems like improper work, 
increased absenteeism and undesirable behavior etc. 
If employees feel dissatisfaction, they can not do better work 
so management should try to understand the problems of 
employees and behaviour at work place. Job satisfaction of 
employees very important point to be considered in today‘s 
management theory so,   management should try to solve the 
problems of employees to take efficient work from them. In this 
research researcher wants to study the job satisfaction of Class-I, 
Class-II, Class-III and Class-IV employees of Municipal 
Corporation of Saurashtra Region. 
 
                                                 
79. Sanj samachhar dated 22-7-2010, Thursday, Rajkot. 
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4.2.0 Meaning of Municipal Corporation  
 ―MUNICIPAL strictly, this word applies only to what 
belongs to a city. Among the Romans, cities were called municipia; 
these cities voluntarily joined the Roman republic in relation to 
their sovereignty only, retaining, their laws, their liberties, and their 
magistrates, who were thence called municipal magistrates. With 
India this word has a more extensive meaning; for example, in our 
Country people call municipal law, not the law of a city only, but 
the law of the state. Municipal is used in contradistinction to 
international; thus it can say an offence against the law of nations 
is an international offence, but one committed against a particular 
state or separate community, is a municipal offence.‖80 
―Municipal means, connected with or belonging to a town, 
city or district that has its own local government‖81 
Municipal Corporation means an incorporated political 
subdivision of a state that is composed of the citizens of a 
designated geographic area and which performs certain state 
functions on a local level and possesses such powers as are 
conferred upon it by the state. 
A municipal corporation is a city, town, village, or borough 
that has governmental powers. A municipal corporation is an entity 
capable of conducting business with the private sector. Generally, 
the authority to govern the affairs within a state rests with the state 
legislature, the governor, and the state judicial system. However, 
states give localities limited powers to govern their own areas. The 
origin of the municipal corporation varies from state to state. 
                                                 
80. Source: Bouvier's Law Dictionary, Revised Sixthth Edition (1856) 
81.  Oxfoard  Advance Learner‘s Dictonary Seventh Edition. 
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Municipal corporations are given the power to govern through 
either the state constitution or state statutes, or through the 
legislative grant of a charter. 
States give municipalities the power to create an official 
governmental body, such as a board or council. Members of this 
body are elected by voters who live within the voting boundaries of 
the municipality. The local body has the power to pass ordinances, 
or local laws. These laws may not conflict with state or federal 
laws. 
The Municipal Corporation is responsible for the creation 
and maintenance of roads and flyovers, including the cleaning and 
lighting of roadways. It is supposed to maintain sanitation and 
health; in this connection it manages hospitals, garbage collection 
and disposal, the sewerage, and the water supply. As part of its 
duties related to public health, it is responsible for the prevention 
of disease. The Municipal Corporation must register births and 
deaths, and holds authority over all crematoria and cemeteries in 
the city. It is the office of record for urban property and is also 
responsible for setting up and enforcing building norms. Its duties 
include the maintenance of parks and public spaces. 
 
4.3.0 Services 
As per the section 63 and 66 of the Bombay Provincial 
Municipal Corporation Act, the Municipal Corporation is 
responsible for certain obligatory and discretionary services. These 
services are: 
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4.3.1Obligatory services 
 Erection of boundary of city defining city limits 
 Watering, Scavenging and Cleansing of all public streets and 
places 
 Sewage services 
 Drainage services 
 Fire services 
 Health & Medical services 
 Street Lighting services 
 Maintenance of a monuments & open spaces 
 Identification of streets & houses 
 Regulation and abatement of offensive and dangerous trades 
or practices 
 Maintenance of burial houses and funeral homes 
 Construction or acquisition of public markets and slaughter 
houses 
 Construction or acquisition of cattle-pounds 
 Primary education services 
 Health and hygiene services 
 Construction, maintenance and alternation of bridges 
 Water supply services 
 Preventing and checking the spread of dangerous diseases 
 The securing or removal of dangerous buildings and places 
 Construction of conservancy staff quarters 
 Maintenance of relief works in scarcity, flood etc 
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4.3.2Discretionary services 
 Construction and maintenance of maternity homes & infant 
welfare houses 
 Maintenance of central laboratories 
 Swimming pool and other public health services 
 Tree plantation on road sides 
 Construction and maintenance of public parks and gardens 
 The holding of exhibition, athletics or games 
 The maintenance of an ambulance services 
 Construction and maintenance of theatres, community halls 
and museums etc. 
 Building or purchase of staff quarters 
 Construction and maintenance of public transport facilities 
 Construction and maintenance of educational institutes 
 Construction and maintenance of infirmaries and hospitals 
 The destruction of animals and birds causing a nuisance 
 Construction and maintenance of factory for the disposal of 
sewage 
 The building or purchase and maintenance of suitable 
dwellings for the poor and working classes 
 Provision of shelter to homeless persons and poor relief 
 Surveys of buildings or lands 
 Measures to meet any calamity affecting the public in the 
city any measure to promote public safety, health, 
convenience or instruction 
In Gandhinagar, july 23
th
 2008 the first-ever evaluation 
exercise of the 69 urban local bodies of the country was held. 
Gujarat's top four municipal corporations Ahmedabad, Surat, 
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Rajkot, and Vadodara have been given the best possible credit 
ratings. The ratings have been given by private sector agencies 
appointed by the Jawaharlal Nehru National Urban Renewal 
Mission (JNNURM).  
 
While the Ahmedabad Municipal Corporation (AMC) got an 
A+, the Surat Municipal Corporation (SMC) came second with an 
AA-, followed by the Vadodara Municipal Corporation (VMC) and 
the Rajkot Municipal Corporation (RMC), which got an A-.  
A senior department official said that the ratings have not only 
underlined the good financial position of these bodies, but have 
also allowed them to approach the debt market confidently, in 
order to raise funds for their various infrastructure projects.  
While the AMC has already been given good ratings in the past, 
the new results would specifically help Surat, Vadodara and Rajkot 
to go to the bond market and raise funds. ―The national exercise 
was carried out by private sector agencies CRISIL, CARE, FITCH, 
and ICRA for JNNURM. These agencies rated the municipal 
corporations on parameters like their economic base, the state of 
finances, service delivery and legislative reforms. I P Gautam, 
AMC Commissioner, said: This is a very good exercise. It 
provides a good measure of how professionally municipal finances 
are managed in the urban local bodies.‖82 
Ahmedabad - (A+) - highest degree of financial strength to meet 
debt obligations. 
Surat (AA-) - high degree of financial strength to meet debt 
obligations. 
                                                 
82. http://www.expressindia.com/latest-news/gujarats-top-four-municipal-corporatiopns-get 
bes position credit ratings retrieved on 26/4/2010. 
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Vadodara and Rajkot (A-) - good degree of financial strength to 
meet debt obligations 
 
4.4.0 Municipal Corporation of Gujarat  
Seven Municipal Corporation are located in Gujarat State which is 
stated as below: 
(1) Ahmedabad Municipal Corporation 
(2) Vadodara Municipal Corporation 
(3) Surat Municipal Corporation 
(4) Rajkot Municipal Corporation 
(5) Bhavanagar Municipal Corporation 
(6) Jamnagar Municipal Corporation 
(7) Junagadh Municipal Corporation 
 
4.5.0 Ahmedabad Municipal Corporation [AMC] 
Introduction 
Archaeological evidence suggests that the area around 
Ahmedabad has been inhabited since the 11th century, when it was 
known as Ashapalli or Ashaval.
83
 At that time, Karandev I, the 
Solanki ruler of Anhilwara (modern Patan), waged a successful 
war against the Bhil king of Ashaval,
84
 and established a city called 
Karnavati located at the present time area of Maninagar close to 
the river Sabarmati. Solanki rule lasted until the 13th century, 
                                                 
83   Turner, Jane. The Dictionary of Art. 1. Grove. p. 471. ISBN 1884446000. (1996) 
84 Setu City Map: Ahmedabad-Gandhinagar. Setu Publications. 1998. p. 1. 
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when Gujarat came under the control of the Vaghela dynasty of 
Dholka and Karnavati was conquered by the Sultanate of Delhi. In 
1411, the rule of the Muzaffarid dynasty was established in 
Gujarat. According to legend, Sultan Ahmed Shah, while camping 
on the banks of the River Sabarmati, saw a hare chasing a dog. 
Impressed by this act of bravery, the Sultan, who had been looking 
for a place to build his new capital, decided to locate the capital at 
this forest area close by to Karnavati right on the river bank and 
christened it Ahmedabad.
85
 The incident is popularly described in a 
one liner saying "Jab kutte pe sassa aaya, tab Badshah ne shaher 
basaya". When the hare chased the dog, seeing that act of bravery 
then the Emperor built the City. 
In 1487, Mahmud Begada, the grandson of Ahmed Shah, 
fortified the city with an outer wall 10 km (6 miles) in 
circumference and consisting of twelve gates, 189 bastions and 
over 6,000 battlements.
86
 Ahmedabad was ruled by the Muzaffarid 
dynasty until 1573 when Gujarat was conquered by the Mughal 
emperor Akbar. During the Mughal reign, Ahmedabad became 
one of the Empire's thriving centres of trade, mainly in textiles, 
which were exported to as far as Europe. The Mughal ruler 
Shahjahan spent the prime of his life in the city, sponsoring the 
                                                 
85 Kuppuram, G India Through the Ages: History, Art, Culture, and Religion. Sundeep 
Prakashan.p. 739(1988).ISBN 8185067082. 
http://books.google.com/?id=AvggAAAAMAAJ&q=ahmedabad+189+bastions+and+over+6,
000+battlements.&dq=ahmedabad+189+bastions+and+over+6,000+battlements.. Retrieved 
26-07-2008 
86 Gazetteer of the Bombay Presidency. IV: Ahmedabad. Government Central Press. 1879. p. 58. 
http://books.google.com/?id=EL4IAAAAQAAJ&dq=1630+famine+ahmedabad. Retrieved 
26-07-2008 
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construction of the Moti Shahi Mahal in Shahibaug. During a 
drought, the Deccan Famine of 1630-32 affected the city, as did 
famines in 1650 and 1686.
87
 Ahmedabad remained the provincial 
headquarter of the Mughals until 1758, when Mughals 
surrendered the city to the Marathas.
88
 During Maratha 
governance, the city lost some of its past glory, and was at the 
center of contention between two Maratha clans—The Peshwa of 
Poona and the Gaekwad of Baroda.
89
 The British East India 
Company took over the city in 1818 as a part of the conquest of 
India. A military cantonment was established in 1824 and a 
municipal government in 1858. In 1864, a railway link between 
Ahmedabad and Mumbai (then Bombay) was established by the 
Bombay, Baroda, and Central India Railway (BB&CI), making 
Ahmedabad an important junction in the traffic and trade between 
northern and southern India. Large numbers of people migrated 
from rural areas to work in textile mills, establishing a robust 
industry. 
The Indian independence movement developed strong roots 
in the city when, in 1915, Mahatma Gandhi established two 
ashrams — the Kochrab Ashram near Paldi in 1915 and the 
                                                 
87 Prakash, Om Encyclopaedic History of Indian Freedom Movement. Anmol 
PublicationsPvtLtd.pp. 282–284.ISBN 8126109386.(2003). 
http://books.google.com/?id=SZ3lI4LANVcC&pg=PA283&dq=ahmedabad+mughal+rule+en
ded+maratha. Retrieved 26-07-2008. 
88 Kalia, Ravi "The Politics of Site". Gandhinagar: Building National Identity in Postcolonial 
India. Univ of South Carolina Press. pp. 30–59. (2004). ISBN 157003544X. 
http://books.google.com/?id=RVhNO2MwOCAC&pg=PA39&dq=Gaekwad++mughal+ahme
dabad. Retrieved 26-07-2008. 
89 Mirza, Unjum "Independence Day". Socialist Review. (September 1997). 
http://pubs.socialistreviewindex.org.uk/sr211/mirza.htm. Retrieved 01-06-2006. 
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Satyagraha Ashram (now Sabarmati Ashram) on the banks of the 
Sabarmati in 1917 — that would become centers of intense 
nationalist activities. During the mass protests against the Rowlatt 
Act in 1919, textile workers burned down 51 government 
buildings across the city in protest at a British attempt to extend 
wartime regulations after the First World War.
90
 In the 1920s, 
textile workers and teachers went on strike, demanding civil rights 
and better pay and working conditions. In 1930, Gandhi initiated 
the Salt Satyagraha from Ahmedabad by embarking from his 
ashram on the famous Dandi Salt March. The city administration 
and economic institutions were rendered functionless by the large 
masses of people who took to the streets in peaceful protests in the 
early 1930s, and again in 1942 during the Quit India movement. 
Following independence and the partition of India in 1947, the 
city was scarred by intense communal violence that broke out 
between Hindus and Muslims. 
In recent years, the effects of liberalization of the Indian 
economy has energized the city's economy towards tertiary sector 
activities like commerce, communication, construction activities.
91
 
The city has witnessed the establishment of scientific and service 
industries, the expansion of the information technology sector, and 
significant improvements in transportation and communications. 
                                                 
90 Ghanshyam Shah (20 December 2007). "60 revolutions — Nav nirman movement". India 
Today. 
http://indiatoday.digitaltoday.in/index.php?option=com_content&issueid=32&task=view&id=
2727&acc=high. Retrieved 03-07-2008. 
91 Profile of the city Ahmedabad Ahmedabad Municipal Corporation Ahmedabad, Urban 
Development Authority and CEPT University, Ahmedabad. Ahmedabad Municipal 
Corporation. 2006. http://www.egovamc.com/cdp/AMC_CDP.pdf. Retrieved 22-07-2008. 
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Ahmedabad's population is growing, which has resulted in a 
construction and housing boom.
92
  
Ahmedabad, the largest city of Gujarat, was its former 
capital. The city founded by Sultan Ahmad Shah in 1411 AD, lies 
on the left bank of the Sabarmati River. Ahmedabad is known for 
its beautiful monuments of historical and archaeological 
importance. The elegant architecture of its mosques and 
mausoleums is a unique blend of Muslim and Hindu Styles. The 
city has grown into a great textile and commercial centre. 
          Ahmedabad has experienced a number of high points, 
followed by declines. Sultan Ahmed Shah, the erstwhile ruler of 
Medieval Gujarat, founded Ahmedabad in AD 1411. Ahmedabad 
city declined within a century of its being established. In 1572, 
EmperorAkbar seized Ahmedabad and assimilated it within the 
great Mughal Empire. Ahmedabad became an important business 
center during the Mughal period until the death of Aurangzeb in 
1707, after which the Ahmedabad city again began to decline. The 
British seized Ahmedabad in 1818 and set up a number of textile 
mills here. Ahmedabad became the temporary capital of the state of 
Gujarat from 1960to1970. Gujarat's principal city is Ahmedabad 
(also known as Amdavad) and is one of the major industrial cities 
in India. Although it retains little evidence of the Raj, it has been 
called the `Manchester of the East' due to its many textile industries 
and its smokestacks. 
 A Municipal Committee was formed in 1834 and regular 
Municipal administration introduced in 1858. The railway link 
                                                 
92 Gujarat State gazetteers. Directorate of Govt, Print., Stationery and Publications, Gujarat 
State. 1984. p. 46. 
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between Ahmedabad and Bombay was established during the year 
1864. Thus, in view of such welfare activities and amenities 
provided in the public interest, the spirit of Ahmedabad, which was 
lying dormant in the preceding century, was now awakened and 
expressed it self in all walks of life. After a lapse of another 
century, destiny chose Ahmedabad to play an outstanding role in 
the country's struggle for freedom under the leadership of Mahatma 
Gandhi who stated in the city of his return from South Africa in 
1915 and established his famous Ashram on the banks of 
Sabarmati. 
Ahmedabad Municipal Corporation (AMC)  established 
in July 1950 under the Bombay Provincial Act, 1949. It is 
responsible for the civic infrastructure and administration of the 
city of Ahmedabad. Some of the regions surrounding the city are 
administered by the Ahmedabad Urban Development Authority 
(AUDA). For administrative purposes, the city is divided into 43 
wards. Citizens elect corporators during civic elections. At present 
the corporation consists of 129 corporators elected from 43 wards. 
These 129 corporators elect a mayor and deputy mayor for a turn 
of two and a half years.
 
 Executive powers are vested in the 
municipal commissioner, who is an IAS officer appointed by the 
Gujarat state government. The mayor is responsible for the day-to-
day running of the municipal school board, the city bus service, the 
municipal hospital, and the city library. The city serves as the 
headquarters of Ahmedabad district and as the seat of the Gujarat 
High Court. The Ahmedabad city police are headed by a Police 
Commissioner, an Indian Police Service officer.
 
 Ahmadabad‘s 
Kamla Nehru Zoological Park features endangered species like 
flamingoes, caracal, Asiatic wolf, Chinkara and many more. AMC 
111 
 
has initiated the Sabarmati Riverfront Development Project with 
objective of environmental improvement as well as provision of 
slum rehabilitation for poor living on the river banks. Ahmedabad 
boasts of some of the largest number of hospitals in the country - 
both government and private. The Ahmedabad civil hospital is the 
largest hospital in Asia.
 
 The healthcare in Ahmedabad is one of the 
best in India. 
 
Location and Demography 
Ahmedabad is located on the banks of the River Sabarmati 
in the northern part of Gujarat and the western part of India. It is 
located at 23°02′N 72°35′E / 23.03°N 72.58°E spanning an area 
of 205 km². The average elevation is 53 metres. As per the 2001 
Indian census, the area under Ahmedabad Municipal Corporation 
has a population of 3,520,085.
93
  
 
Climate 
Ahmedabad has a hot semi-arid climate (Köppen climate 
classification BSh). There are three main seasons: summer, 
monsoon and winter. Aside from the monsoon season, the climate 
is dry. The weather is hot through the months of March to June — 
the average summer maximum is 45 °C (113 °F), and the average 
minimum is 23 °C (73 °F). From November to February, the 
average maximum temperature is 30 °C (85 °F), the average 
minimum is 15 °C (59 °F), and the climate is extremely dry. Cold 
northerly winds are responsible for a mild chill in January. The 
                                                 
93."Weatherbase (Ahmedabad data)". 
http://www.weatherbase.com/weather/weather.php3?s=074624&refer=&units=metric. 
Retrieved 08-05-2006. 
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southwest monsoon brings a humid climate from mid-June to mid-
September. The average annual rainfall is about 76.0 cm 
(36.7 inches), but infrequent heavy torrential rains cause the river 
to flood. The highest temperature recorded is 47 °C (116.6 °F) and 
the lowest is 5 °C (41 °F).
94
 On 21 May 2010, mercury touched 
46.8 °C (116.24 °F), making highest temperature recorded in last 
40 years in Ahmedabad. In recent years, Ahmedabad has suffered 
from increasing air, water and soil pollution from neighbouring 
industrial areas, textile mills and lack of awareness regarding 
cleanliness among citizens. 
 
Organizational structure of the AMC 
The corporation is headed by a Municipal commissioner, an 
IAS officer appointed by the government of Gujarat. He wields the 
executive power of the house. For administrative purposes the city 
is divided into 5 zones - central, east, west, north and south. 
Recently in year 2006 the new zone has been formed named NEW 
WEST ZONE. The area covered in this zone was formerly 
governed by Ahmedabad Urban Development Authority. Each 
zone is further divided into 9 wards (with the exception of the 
south ward which is divided into 7 wards). Each ward is 
represented by 3 corporators. An election is held to elect 
corporators to power. The mayor heads the party with the largest 
number of corporators elected. A largely ceremonial post, he has 
limited duties. 
 
                                                 
94. "Profile of the City Ahmedabad" (PDF). Ahmedabad Municipal Corporation 
Ahmedabad, Urban Development Authority and CEPT University, 
Ahmedabad. Ahmedabad Municipal Corporation. 2006. 
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4.6.0 Vadodara Municipal Corporation [VMC] 
Introduction 
The first noted history of the city was of the early trader 
settlers who settled in the region in 812 AD. The province was 
mainly Hindu-dominated with Hindu kings ruling till the year 
1297. The Gupta Empire was the first power in the region in the 
early years of the Christian Era. After fierce battles, the region was 
taken over by the Chalukya Dynasty. Finally, the kingdom was 
annexed by the Solanki Rajputs. By this time the Muslim rule had 
spread across India, and the reins of power were then snatched by 
the Delhi Sultans. The city was ruled for a long time by these 
Sultans, until they were easily overthrown by the Mughal 
emperors. The Mughals' biggest problem were the mighty 
Marathas who slowly but eventually took over the region. It 
became the capital of the Maratha Gaekwads. Sayaji Rao III 
(1875–1939), a most able ruler, made many public and 
bureaucratic improvements in the region. Although the British had 
a major influence on the region, Baroda remained a princely state 
until Independence. Like all other princely states, Baroda also 
joined the Dominion of India in 1947. Vadodara has the privilege 
of being the first state to join the Union of India; with Maharaja 
Pratapsinh Gaekwad the first Ruler to sign the Accession Letter to 
the Indian Union. 
The eighteenth largest and one of the cosmopolitan cities of 
India, Vadodara alias Baroda is located on the banks of 
Vishwamitri River. This garden city is the industrial capital and the 
third most populated town of Gujarat and also the administrative 
headquarters of Vadodara District. Due to its rich cultural 
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traditions, the district is referred to as Sanskari Nagari. With many 
museums and art galleries, this upcoming hub of industries and IT 
is a favorite spot of tourists. Vadodara was once called 
Chandravati, after its ruler Raja Chandan, then Virakshetra or 
Viravati, the abode of the brave and then Vadpatra because of the 
abundance of banyan trees on the banks of the Vishwamitri. From 
Vadpatra it derived its present name Vadodara. 
Vadodara also known as Baroda is situated at the bank of 
Vishwamitri river. Vadodara is located in southeast of Ahmedabad. 
Vadodara is famous for its palaces, parks, temples and museums. 
Vadodara is number one industrial city of Gujarat. Vadodara is also 
called as 'Sanskari Nagari' for its rich culture traditions. Vadodara 
is one of india's most cosmopolition cities. 
The "Vadodara Mahanagar Seva Sadan" or Vadodara 
Municipal Corporation or VMC, established in July 1950 under 
the Bombay Provincial Corporation Act, 1949, is responsible for 
the civic infrastructure and administration of the city of Vadodara. 
The governing structure of VMC consists of political and 
administrative wings. The political wing is an elected body of 
councilors headed by a Mayor. The Commissioner from the IAS 
cadre heads the administrative wing and is responsible for strategic 
and operational planning and management of the Corporation. The 
Commissioner takes decisions on behalf of the Board or the 
Standing Committee formed from the elected councillors to 
perform the duties of the Corporation. 
Vadodara Municipal Corporation is the first in the country to 
implement international level lighting, lowest life cycle cost of the 
entire project and Intelligent street light controllers with GSM 
monitoring and controlling system manufactured by Instruments 
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Universal (a local company of Vadodara), for providing good 
service to citizens, data collection and quick maintenance. 
Vadodara Mahanagar Seva Sadan got the first ever declared 
national award for 'Energy Conservation in Street Lighting‘ for 
saving energy in street lighting with better service and using latest 
technology for energy saving. The award was given by Honorable 
Power minister shree Shushil Kumar Shinde.  
In recent years, Vadodara has suffered from increasing air, 
water and soil pollution from neighbouring industrial areas. This 
has also amounted into a constant and uncomfortable increase in 
average temperatures across all three seasons. Uncontrolled 
chemical dump from nearby industries has arguably turned the 
local river Vishwamitri into one big sewer. 
 
Location and Demographics 
Vadodara is located at 22°18′N 73°11′E / 22.30°N 
73.19°E in western India at an elevation of 39 metres (123 feet). It 
is the 18th largest city in India with an area of 148.95 km² and 
Vadodara metropolitan area had a population of 1,492,398 
according to the 2001 census.
95
  
 
Climate 
Vadodara features a tropical savanna climate under Koppen's 
Climate classification. There are three main seasons: Summer, 
Monsoon and winter. Aside from the monsoon season, the climate 
                                                 
95 "Table3-Population".CensusofIndia2001. 
http://web.archive.org/web/20040616075334/www.censusindia.net/results/town.php?stad
=A&state5=999. Retrieved 13-07-2007. 
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is dry. The weather is hot through the months of March to July — 
the average summer maximum is 36 °C (97 °F), and the average 
minimum is 23 °C (73 °F). From November to February, the 
average maximum temperature is 30 °C (85 °F), the average 
minimum is 15 °C (59 °F), and the climate is extremely dry. Cold 
northerly winds are responsible for a mild chill in January. The 
southwest monsoon brings a humid climate from mid-June to mid-
September. The average rainfall is 93 cm (36.7 inches), but 
infrequent heavy torrential rains cause the river to flood. The 
highest temperature recorded is 47 °C (116 °F) and the lowest is -
1 °C (30 °F).
96
  
 
Organizational structure of the VMC 
Administrative purposes the city is divided into 4 zones - 
East, West, North and South. The city is further divided in 28 
wards. The East Zone comprises wards 1, 2 and 9, the West Zone 
comprises wards 6, 10 and 11, the North Zone comprises wards 7 
and 8, the South Zone comprises wards 3, 4, 5 and 12.The 
Corporation is headed by a Municipal Commissioner, an IAS 
officer appointed by the government of Gujarat. He wields the 
executive power of the house. Each ward is represented by 3 
corporators. An election is held to elect corporators to power. The 
mayor heads the party with the largest number of corporators 
elected. A largely ceremonial post, he has limited duties. The 
mayor is responsible for the day-to-day running of the city 
                                                 
96."Weatherbase entry for Vadodara". Canty and Associates LLC. 
http://www.weatherbase.com/weather/weather.php3?s=74724&refer=&units=metric. 
Retrieved 05-11-2007. 
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services, municipal school board, the city bus service, the 
municipal hospital and the city library. 
 
4.7.0 Surat Municipal Corporation [SMC] 
Introduction 
In the early centuries during the reign of the Mughal 
emperor Jahangir, the port of Surat was used as the gateway to 
Makkah for pilgrims of the hajj from India's interior regions. Both 
the Makkai Pool and the Mughal Sarai guest house for hajjis 
(pilgrims) are indicators of this historical significance. 
Surat is mentioned in the Sanskrit epic, the Mahabharata when 
Lord Krishna stopped there route from Mathura to Dwarka. 
According to other later Sanskrit records, the area was ruled by the 
Western Chālukyas in 610 CE, and continued to be ruled by Hindu 
kings until one of Quṭ buddīn Aibak's generals captured it. The Parsis 
started to settle there in the 12th century, and added greatly to its 
prosperity. Local traditions state that the city was founded in the 
last years of the fifteenth century by a Brahman named Gopi, who 
called it Suryapūr, or 'City of the Sun'. In 1512 and 1530 Surat was 
burned and ravaged by the Portuguese who were trying to maintain 
influence in the area. In 1513 the Portuguese traveler, Duarte 
Barbosa, described Surat as an important seaport, frequented by 
many ships from Malabar and various parts of the world. By 1520 
the name of the city was Surat.97  
                                                 
97. "Name of City". Encyclopaedia Britannica Online. 
http://www.britannica.com/EBchecked/topic/574951/Surat#ref=ref275386. Retrieved 2007-
10-17.  
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In 1608, ships from the British East India Company started 
docking in Surat, using it as a trade and transit point. In 1613, the 
British Captain Best, followed by Captain Downton, overcame 
Portuguese naval supremacy and obtained an imperial firman 
establishing a British factory at Surat following the Battle of Swally. 
The city was made the seat of a presidency under the British East India 
Company after the success of the embassy of Sir Thomas Roe to the 
court of emperor Jehangir. The Dutch also founded a factory. 
At its zenith, Surat was popularly viewed as the city of 
Kubera, the God of Wealth. In 1664 the Maratha King Shivaji 
attacked Surat. The prosperity of Surat received a fatal blow when 
Bombay was ceded to the British as part of the dowry for Catherine of 
Braganza's wedding to Charles II in 1662. Shortly afterwards, in 
1668, the British East India company established a factory in 
Bombay (Mumbai) and Surat began its relative decline concurrent 
with the rise of British interests in Bombay. 
By the early 20th century, the population had slowly climbed 
to 119,306 and Surat was a center of trade and manufacturing, 
although some of its former industries, such as shipbuilding, were 
extinct. There were cotton mills, factories for ginning and pressing 
cotton, rice-cleaning mills and paper mills. Fine cotton goods were 
woven on hand-looms, and there were special manufactures of silk 
brocade and gold embroidery (known as Jari). The chief trades 
were organized in guilds. Manufacturing and trading brought an 
eclectic mix of ethnicity to the city, making Surat's culture unique. 
Surat is the capital of South Gujarat, was one of western 
India's major ports and trading towns in the 17th and 18th centuries 
and the first European settlement in India. Situated on the banks of 
Tapti river, Surat is renowned for its silk weaves like the Tanchoi 
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and Gajee sarees and Kinkhab brocades sometimes woven with 
gold and silver threads. It is famous for its jewellery market and 
diamond cutting as well as ivory and wood inlay work. 
Surat known as Silk City & Diamond City is located in 
western part of India in the state of Gujarat . Surat situated on the 
left bank of the Tapi River . Surat is second largest city in Gujarat 
and ninth largest in India. Surat is famous for its textile and 
diamond businesses. Three-quarters of the world's diamonds are 
cut and polished in Surat.  
Surat is known for its unique Surti culture. Surat has a large 
concentration of colleges under the Veer Narmad South Gujarat 
University. Tithal, beautiful sandy beach is just 100 kms from 
Surat. 
Surat Municipal Corporation is a local self government 
which has come into being under the Bombay Provincial Municipal 
Act, 1949. It carries out all the the obligatory functions and 
discretionary functions entrusted by the BPMC Act, 1949 with the 
following mission:  
To make Surat a dynamic, vibrant, beautiful, self-reliant and 
sustainable city with all basic amenities, to provide a better quality 
of life Surat Municipal Corporation perceives its role as the 
principal facilitator and provider of services as detailed below to 
provide a better quality of life:  
Achievements of SMC in the field of Information Technology:    
   Role model of the City, proposed by Chief Minister of    
Gujarat. 
 The first Urban Local Self Government to start 
Computerization [1979]. 
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 The first Urban Local Self Government to have its   
Information Technology Policy and Plan. 
 The first Urban Local Self Government to develop and 
implement computerized Payroll, Property Tax, Vehicle Tax 
and   Pension[1982-85]. 
 The first Urban Local Self Government to make the Property 
Tax System Online [1990]. 
 The first Urban Local Self Government to have 
Computerized Accrual Based Double Entry Accounting 
System [1992].  
 The only Urban Local Self Government to have a website of 
more than 1000 pages which was awarded Certificate of 
Merit by NIUA and FIRE [D] based on Usefulness, 
Transparency, Information provided, Services Provided, 
Content and Layout, Look and Appeal. 
Surat Municipal Corporation is the local civic body 
responsible for the development of Surat. The Surat Municipal 
Corporation was established on 2nd October 1966. 
The Bombay Provincial Municipal Act of 1949 has lead to 
the formation of Surat Municipal Corporation. Surat is divided into 
two parts - the old city and the new city. The government records 
states that Surat Municipal Corporation is one of the oldest 
governing bodies which has existed even in 1852 AD. The major 
departments in which Surat Municipal Corporation spans its 
functional arms include social welfare, health care, engineering 
revenue and support system. 
The health division of Surat Municipal Corporation deals 
with birth & death registration, solid waste management, the 
Maskati hospital, malaria/filaria, and the health department. The 
121 
 
engineering cell of Surat Municipal Corporation extends its reach 
to areas like drainage, town planning, street light, bridge cell, 
hydraulic, energy efficiency cell, traffic cell, environment cell, 
special projects and CE special cell.Surat Municipal Corporation 
lends its support to the fields of election and census, Information 
Technology, stores and accounts. Whereas in the revenue section 
the Corporation takes charges of Octroi, other taxes and property 
tax. The social welfare segment of Surat Municipal Corporation 
includes community development and slum up gradation 
programmes.  
 
Organizational structure of the SMC 
Corporation also categorize its operations as per the 
locational zones of the city such as central zone, west zone, north 
zone, south zone, east zone, south east zone and south west zone. 
On the technological front Surat Municipal Corporation has set 
several milestones ever since its inception. From a computerized 
monitoring system and grievance cell to an array of e-services, 
Surat Municipal Corporation has truly created a high-end 
environment within its functional arena.  Surat Municipal 
Corporation works in diversified areas of the city to bring in long 
term consistency and prosperity to the place in every aspect. 
 
4.8.0 Municipal Corporation of Saurashtra Region 
Researcher chooses four Municipal Corporation of 
Saurashtra region for study are as follow: 
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4.9.0 Rajkot Municipal Corporation [RMC]  
   Introduction 
 ―Rajkot is founded in the year of 1620 by Vibhaji Jadeja & 
Raju Sandhi.‖98 Rajkot was once the capital of the princely state of 
Saurashtra. Today it is best known as the town where Mahatma 
Gandhi spent the early years of his life when his father was a 
Diwan or Prime Minister to the king of Saurashtra. Rajkot, now a 
major industrial town, was once the capital of a princely State. It 
has the rich heritage of ancient civilization and freedom struggle. 
Rajkot shares many memories with the political as well as cultural 
history of India. Gandhi has rightly called the city a priceless 
laboratory for the freedom struggle based on non-violence.  
Rajkot Municipal Corporation is responsible for the civic 
infrastructure and administration of the city of Rajkot. The 
organization is known, in short, as RMC. It was established in 
1973. The governing structure of RMC consists of political and 
administrative wings. The political wing is an elected body of 
councilors headed by a Mayor. The Commissioner from the IAS 
cadre heads the administrative wing and is responsible for strategic 
and operational planning and management of the Corporation. The 
Commissioner takes decisions on behalf of the Board or the 
Standing Committee formed from the elected councilors to perform 
the duties of the Corporation. 
 
 
 
 
                                                 
98.  Rajkot Seva Sadan Dairy – 2008, P.-11 
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Photograph of Rajkot Municipal Corporation 
 
 
 
 
 Location and Demography  
―Rajkot is situated in the Saurashtra region of the western 
Indian state of Gujarat. The city extends from latitude 23°3
2
 ¢ in 
the North to longitude 7o°4¢ in the East.‖99 Rajkot civic 
administrative body administers an area of round 104.86 sq. km,  
and   population of 9,67,476 as per Diary of  2007-08. 
 
Climate 
The climate in Rajkot, Gujarat is mostly dry. The summer 
months are hot while the winters are mild and dry. Rainfall is 
                                                 
99.  www. rmc. Gov. in 
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moderate during the monsoon. The ideal time for coming to Rajkot 
is in the winter season when the weather is fine. The weather in 
this season is pleasant with scanty rainfall. 
 
Organizational structure of the RMC 
Rajkot Municipal Corporation is responsible for the civic 
infrastructure and administration of the city of Rajkot. The 
organization is known, in short, as RMC. It was established in 
1973. The governing structure of RMC consists of political and 
administrative wings. The administrative wing headed by Shri 
Dineshbhai Bhrambhat Municipal Commissioner, an IAS officer 
appointed by the government of Gujarat and is responsible for 
strategic and operational planning and management of the 
Corporation. The Commissioner takes decisions on behalf of the 
Board or the Standing Committee formed from the elected 
councilors to perform the duties of the Corporation. He wields the 
executive power of the house.  ―Administrative purposes the city is 
divided into 3 zones - Central, East and West. The city is further 
divided in 23 wards.‖100 Each ward is represented by 3 corporators. 
An election is held to elect corporators. The political wing is an 
elected body of councilors headed by a Mayor.  RMC is headed by 
Shri Sandhya Vyas   the present Mayor of Rajkot. The mayor 
heads the party with the largest number of corporators elected. The 
mayor is responsible for the day-to-day running of the city 
services. 
 ―Rajkot Municipal Corporation has started City Civic 
Center in different areas of city to get maximum advantage of the 
technology and give transparency in the day to day administration. 
                                                 
100. municipal corporation rajkot, Dairy - 2008.  
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RMC has five City Civic Centers operational in different areas of 
Rajkot Municipal Corporation for benefit of citizen of Rajkot. Now 
any citizen can access municipal corporation‘s services within 3 
km from their residence. All city civic centers are connected with 
each other by online networking facility. City civic center provides 
facility like Property Tax Assessment and Collection, Water 
Charges Assessment and Collection, New water connection, 
Complaint Redressal, Shop and establishment, Birth and Death 
certificates, Building permission plans and various tax 
collection.‖101  
The City Civic Center given below: 
 Amin Marg City Civic Center 
 Krishna Nagar City Civic Center 
 East Zone City Civic Center 
 Central Office City Civic Center 
 West Zone City Civic Center 
 
Branches of Rajkot Municipal Corporation 
 The main departments and branches of RMC are discussed 
below. 
 
(1)  Health Department  
The main aim of health dept. is to maintain health & hygiene 
of people of city and to take necessary steps to avoid and prevent 
diseases. Duties of this department:- 
- To plant for health & hygiene of residents of city. 
- Mother / child welfare activities. 
- To take preventive steps to avoid diseases. 
                                                 
    101. Rajkot City Civic Center, Retrived on 26 -12- 2008. 
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- To take preventive action to stop mixing in food item. 
- To give food licenses. 
- Registration of birth / death. 
- Programmer for vector born diseases prevention. 
- Maintain cremation. 
 
(2)  Fire and emergency services 
The main aim of this department is to protect people and 
goods from fire and to provide services of ambulance and hearse 
and to take measures to prevent fire and create awareness in public. 
Rajkot administrative department and people are much aware about 
fire. There was a fire station at the time of municipality also in 
sadar. It was developed after 1973 when it became RMC. Now its 
main & modern fire station is situated at Dhebar Road. Then in 
1985 two fire stations are developed at kalawad road and bedipar. 
In 2004, a fire station was developed at Mavadi Plot also. Duties of 
this department:- 
- The aim of providing safety again fire. 
- Welfare of people 
- Advertisements seminars. 
 
(3)  Garden Department 
To improve environment of city and to increase beauty of 
city is the main aim of this department. To make people aware 
about environment maintenance and to provide education to people 
for this is also the work of this department. To provide plants free 
of cost & direction for gardening. The main duty of this department 
is to develop new gardens, to maintain current gardens, reduce man 
made pollution and to increase beauty of city. 
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- To maintain all gardens and traffic land coming under word 1 to 
23 as per seasons. 
- Planning & implementation of trees plantation. 
- To maintain current gardens, improve them and make necessary 
application like pesticides, fertilizers to avoid natural man made 
losses. 
- To develop gardens at reserved plots with the development of 
city and to design it, pan tenders etc. 
- To provide personal information to citizens related to gardening 
and to make their copartner-ship for environmental 
improvement. 
 
(4)  Construction department  
The main aim is to provide facilities of road, drainage & 
building for public health and welfare and primary facility. To 
construct roads, gutters, public toilets, bathroom and buildings in 
different wards and provide basic facilities and maintain them is 
the main duty of construction branch. It is done keeping in mind 
financial resources and development of city. 
 
(5)  Tax branch – civic centre / professional tax 
As property tax is main source of income for Municipal 
Corporation they take necessary action increase income. For 
maximum facility of people, its all activities are computerized. The 
main aim of this department: 
- To create income for organization under B.P.M.C. act through 
property tax. 
- They work as per laws of B.P.M.C. act chapter – 8 
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- They take care to make income as per budget and decided 
targets. 
 
(6) Lighting department  
The main aim of this department is public safety as well as 
to provide and maintain street light services at all public road of 
city so that people can pass on roads safely at night. It helps 
indirect to business working at night. The functions of the 
department, when the application is received to give street light 
facilities survey is made and if actual required they meet 
commissioner take their permission and create a structure for street 
light through Electricity Company and them light is fit. Moreover, 
they take care of buildings of municipal corporations‘ parks, 
garden, traffic signals, electric cremation and maintain them. 
 
(7)  Midday meal system department 
The main aim of this department is to provide fresh cooked 
meal to children of primary school as well as to provide hot cooked 
meal to students of std. 1 to 7 and provide them 200 calories per 
day and 8 – 12 grams protein and help government for poverty 
reduction. They wish to increase level of developing age group. 
Moreover the number of students leaving school in between can be 
reduced and their presence can be increased. It provides 
employment also and helps in social and national unity. 
 
(8) Accounting Branch  
All financial transactions are controlled by chief accountant 
of accounts department. Accounts are maintained manually as per 
account code. But they are to be computerized budgets of 
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municipal corporation are prepared by accounts departments. It is 
prepared manually by control method. Moreover accounts of P.F. 
of employees are kept computerized employees retiring or due to 
death or for employee taking voluntary retirement G.P.F. C.P.F. & 
loan on it etc. work is done by this department. 
 
(9)  Audit Branch  
As per BPMC Act – 1949 and provisions of financial laws of 
government and resolution passed by general board and standing 
committee audit of work done is the main aim of this department. 
Development work done by corporation salary and other benefits 
like higher grade pay commission, pension, gratuity bill are as per 
rules or not is checked by this department. Audit is done since 
RMC is established. 
 
(10) Central store department 
The main aim of this department is to purchase stationery, 
things, uniform etc for different branches as per their requirements. 
Tender are called and good quality goods one provided at 
reasonable prices. 
 
(11) Water works department 
The main aim of this department is public health and to 
provide clean, hygienic and pure drinking water. The main duties 
of this department  to start filter plant, storage tank & provide 
water with proper pressure and make high tank & pump house as 
per development of city. To provide pure drinking water to 
citizens. To establish and maintain filter plant, pipe lines, pumping 
station, public hand pumps are to be maintained. 
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(12) Social welfare department 
Except government schemes for poor, other welfare 
activities are done by this department. They motivate other social 
institution doing such activities. They arrange cultural programmes 
for entertainment of people. They also try to give proper respect to 
statues of celebrities. The main duties of this department:- 
- To implement work as per resolution passed by social welfare 
committee. 
- To give respect to monuments of celebrities on their birthdays 
by giving garlands without fail. 
- To maintain statues kept at different places at regular time 
intervals and clean them & to see that there is no loss to them. 
- To provide books to high school students of corporation 
students through middle class library service department. 
- To give on vent sports ground situated at race course complex. 
 
(13) Town planning branch  
Day to day activities of RMC is done under BPMC Act 
1949. Policy decisions are taken by elected members and different 
committees in general meetings. Their main aim is public welfare. 
It includes hygiene, health, clean drinking water, roads, lighting 
etc. Town planning branch does following work. 
- Solution of application for development permission. 
- Control on construction works. 
- To plan city development schemes 
- To implement applications passed by government. 
- To check whether construction work going on are permitted or 
not. 
- To remove illegal construction work etc. 
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4.10.0 Bhavnagar Municipal Corporation [BMC] 
Introduction 
The Gohil Rajputs of the Suryavanshi clan, facing severe 
competition in Marwar, moved down to the Gujarat coast around 
AD 1260 and established three capitals - Sejakpur, Umrala and 
Sihor (then known as Sirohi).
102
 In 1822-1823, Sihor was raided by 
Khanthaji Kadani and Pilaji Gaekwad, but they were repulse by 
Bhavsinhji Gohil. After great losses in the battle, he realized the 
weakness in location of Sihor. In 1823, he established a new capital 
near Vadva village, 20 km away from Sihor, and named it 
Bhavnagar. It was a carefully chosen strategic location having 
potential of maritime trade. Naturally, Bhavnagar became the 
capital of Bhavnagar State.
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The old town of Bhavnagar was a fortified town with gates 
leading to other important towns of the region. Bhavnagar 
remained a major port, for almost two centuries, trading 
commodities with Africa, Mozambique, Zanzibar, Singapore and 
the Persian Gulf. 
Bhavnagar State which was the first princely state to merge 
with the democratic Indian Union in 1948. It is currently the 
administrative headquarters of the Bhavnagar District. It is the 
sixth-largest city of Gujarat, and the third-largest city in the 
Saurashtra region. Bhavnagar is also known as the cultural capital 
of Saurashtra. Its life is rooted in communal and cultural harmony. 
Bhavnagar is also known for pioneering and laudable efforts in the 
                                                 
102.  ―History of Bhavnagar city‖. http:/www.bhavnagar.com/history.asp. retrived15-8-2007. 
103. Dosabhai, Edalji (1894). A History of Gujarat from the Earliest Period to the Present Time. United 
Print and General Agency. p. 177. 
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fields of rural child as well as liberal women's education. The 
artistes and literary luminaries of Bhavnagar have immensely 
contributed to the exquisite culture of the' Sanskari Nagari' 
(Cultural city) of Bhavnagar. The renowned Central Salt & Marine 
Chemical Research Institute (CSMCRI), the Head quarter of the 
State Bank of Saurashtra, the seat of Bhavnagar University and a 
divisional headquarter of the Indian Railways are located in 
Bhavnagar.  
The largest ship-recycling yard in India has been developed 
at Alang, 50 km to the south that has provided a base for many 
industries and vocations in the district. Bhavnagar is also an 
important centre of gem-cutting craft. 
―During late 19th century the state built the Bhavnagar State 
Railway, thus becoming the first state in India to build its railway 
on its own. This was noted by Sir W. Hunter, in his publication 
Imperial Gazetteer.‖104 On one occasion, Shri Peile, a Political 
Agent during that time, described the state as follows: "With 
flourishing finances and much good work in progress. Of financial 
matters I need say little; you have no debts, and your treasury is 
full."
105
  
 
 
 
 
 
 
                                                 
104."BhavnagarMunicipalCorporation". 
http://www.udd.gujarat.gov.in/Default_files/MuniCorp.htm. Retrieved 11-6-2008. 
105 . Gujarat State Gazetteers, 1969. Directorate of Govt. Print., Stationery and Publications, 
Gujarat State. p. 538. 
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Photograph of Bhavnagar Municipal Corporation 
 
 
 Location and Demography  
Bhavnagar is a coastal city in the eastern coast of Saurashtra, 
also known as Kathiawar, located at 21°46′N 72°09′E / 21.77°N 
72.15°E.
106
 It has an average elevation of 24 meters (78 ft). 
Bhavnagar administrative body administers an area of 53.30 km², 
and Population of 5, 10,974 as per Census- 2001.  
                                                 
106. . www. bmc. Gujarat.gov.in Retrived on 16-8-2010. 
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Climate 
Bhavnagar has a tropical wet and dry climate, with hot, dry 
summers from March to mid-June, the wet monsoon season from 
mid-June to October where the city receives around 550 mm of 
rain on average. The months from November to February are mild, 
the average temperature being around 20°C, with low humidity. 
Due to proximity to the sea, the climate remains a bit humid 
throughout the year. 
 
Organizational structure of the BMC 
Bhavnagar Municipal Corporation is responsible for the 
civic infrastructure and administration of the city of Bhavnagar.  
It was established in 1987. The governing structure of BMC 
consists of political and administrative wings. ―The administrative 
wing headed by Shri S. J. Haider Municipal Commissioner,‖107 an 
IAS officer appointed by the government of Gujarat and is 
responsible for strategic and operational planning and management 
of the Corporation. The Commissioner takes decisions on behalf of 
the Board or the Standing Committee formed from the elected 
councilors to perform the duties of the Corporation. He wields the 
executive power of the house.  ―Administrative purposes city is 
divided in 17 wards.‖108 Each ward is represented by 3 corporators. 
An election is held to elect corporators. The political wing is an 
elected body of councilors headed by a Mayor.  ―BMC is headed 
by Shri Mehul Vadodariya the present Mayor of Bhavnagar.‖ 
109
The mayor heads the party with the largest number of 
                                                 
107. www. bmc. Gujarat.gov.in Retrived on 16-8-2010. 
108. Bhavnagar Municipal Corporation, Dairy- 2008.  
109. www. bmc. Gujarat.gov.in Retrived on 16-8-2010. 
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corporators elected. The mayor is responsible for the day-to-day 
running of the city services. 
 
Branches of Bhavnagar Municipal
 
Corporation 
 The main departments and branches of BMC are discussed 
below. 
 
(1) Health department  
I.C.D.S system works under health department of Bhavnagar 
Municipal Corporation. There are 9 health word officers in 
Bhavnagar. Moreover, there solid waste management department, 
they run mother and child health centre also which are eight in 
number. This department registers for birth and death of people. 
They provide birth and death certificates also with minimum fees. 
They run solid waste management wing since 2000. They 
have purchased equipments worth rs. 1 crore 20 lakhs for this. 
 
(2) Fire and emergency departments 
This department works 24 hour at the time of events of fire 
and saving activities. Moreover at the time of flood earth quakes, 
road rail accident etc. they help people. They provide ambulances 
and hearse. They help to find people drawn in rivers and ponds. 
Gujarat state disaster management authority gandhinagar has 
given help of rs. 1.23 crores and three vehicles and modern 
equipments. 
 
(3) Garden department   
The main work done by this department: 
- They have started music system at sardar baug (peel gardens). 
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- They have prepared rock garden by digging out Percival 
fountains with the help of their employees without any 
additional cost. 
- They have repaired and maintain statues of sardar baug. They 
provide sitting arrangements for senior citizens. 
- They have kept gate at sardar baug by coloring and using waste 
material with the help of their employees without any additional 
cost. 
- They have grown lotus under different fountaions of sardar 
baug which adds to the beauty of this garden. 
- They have constructed new fountain opposite rubber factory 
and trying to develop it more and more. 
 
(4)  Construction department 
It constructs repairs and maintains office building, health 
guarden, bus garage, U.C.P. , officer of T.D.O. solid waste 
management, sum department etc. 
They construct house under valmiki ambedkar housing 
scheme, 25 sq. m housing scheme for urban poor, build new city 
bus stands, work related to solid waste management, to construct 
rooms for schools, toilet block, water tanks compound walls, new 
rooms for aanganwadi to construct kitchens for midday meal 
system shed for vegetable organic waste converter public service 
centers in offices buildings etc. 
 
(5) Tax branch 
They recover professional tax from enrolment certificate 
holder since 1/10/2006. They also recover tax from people who 
have hot enrolled by giving them enrolment. 
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Octroi is the most important source of corporation. There are 
13 octroi booths actively working twenty four hour a day. They 
recover vehicle tax also. 
 
(6) Lighting department 
They mainly work for maintaining and providing new 
streetlight facilities to developing areas. It works under direct 
supervision of commissioner, city engineer and educative engineer. 
It works in two shifts 365 days a year. It has two hydrolic platform 
vans, 1 mechanical tower ledder and two rickshow tower ledder 
van. Due to increasing no of street light they are trying to recruit 
new staff. They have given maintainance of streat lights on 
contract. They are trying to privatize some words. 
They also maintain garden lights automatic traffic signals 
and repair then also they also maintain lift, PBX telephone system 
and 3 digit telephone instrument, A/C machines, water cooler, fan, 
lights etc. for toll booths, health centres, markets, fire stations etc. 
 
(7) Mid day meal system Department 
This department of BMC gives meal to children of schools 
of BMC of std. 1 to 7 to attract them continue their primary 
education and to motivate them for not leaving the school. 
Moreover, by providing them hygienic and good quality food, they 
can develop more as it is their developing age. 
 
(8) Accounting department  
All financial transaction are rewarded and done under 
supervision of accounting branch. It is done by chief accountant 
with the help of additional commissioner and deputy 
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commissioner. Now they have computerized the accounts which 
were recorded annually previously. Budget of BMC is also 
prepared by this department. It works under different departments 
like treasury, pension, P.F., loan and grants advances, deposit and 
investment department. 
 
(9) Audit branch  
It checks whether accounts are prepared without any type of 
mal practices or not. They also check whether figures presented are 
true and fair and activities done are as per rules and regulations. 
They also check bills presented pension papers, gratuity 
bills, pay bills, higher grade bills checking pre audit files, stores 
verification and cash verification. They check the salaries of staff 
and other benefits provided to employees. 
 
(10) Central stores department  
Central stores department purchases required articles for 
different departments of BMC. It purchases stationery, uniform, 
other articles, etc. 
It works to make purchase process easy and economic 
purchases. They ask for tenders and ask for good quality goods at 
reasonable prices. They give work order and prepares bill for the 
same. 
 
(11) Water works department  
With Co-partnership of saurashtra jal dhara trust bhikhda 
canal was lengthened for 350 metres and so water could be given 
to gauri sanker pond. Moreover, maintenance and strengthening of 
both waste wear massionary dam and head work which is major 
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achievement in last 40 year. At the cost of 41.85 lakhs 15 M.L.P. 
filter plant came into work which helped in provoding in nearby 
areas. 
The whole city is divided in eight zones for distribution of 
water which includes 165 subzones. They provide about 83 M.L.P. 
water for residential purpose and 5 M.L.D. water for industrial 
purpose.  
 
(12) Social welfare department 
They work for poor people over and above government 
schemes. They also motivate social institutions doing such work. 
They arrange cultural programmes for entertainment of 
people.They regularly provide garlands on the birthdays of 
celebrities. They maintain statues of celebraties and see that there 
is no loss to them. 
They also provide books to high school students of 
municipal schools. They give names to areas of city. They 
celebrate festivals on Independence Day, Republic Day, Dhanteras 
etc. 
 
(13) Town planning branch 
Day to day activities of BMC is done under TPMC Act 1949. 
Policy decisions are taken by elected members and different 
committees in general meetings. Their main aim is public welfare. 
It includes hygiene, health, clean drinking water, roads, lighting 
etc. Town planning branch does following work. 
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4.11.0 Jamnagar Municipal Corporation [JMC] 
Introduction 
Jamnagar district has a rich ancient and religious history. 
The temple of Lord Krishna known as 'Dwarkadhish Temple' is 
situated at Dwarka in the district. According to the Hindu 
mythology, he earliest conqueror of Okhamandal was Shri Krishna 
also called Ranchhodji who is supposed to be the eight incarnation 
of Lord Vishnu. Krishna was succeed by his great grandson 
Vajarnabh, who enjoy the reputation of having built the present 
temple of Dwarkanath also called Trilok Sundar .   As a Halar At 
the time of Mohamed Gazni's invasion of Gujarat in 1024 A.D., the 
costal belt was ruled by the Jethwas near Khambhalia and 
Okhamandal. In about 1480 .A.D., Sultan Mohamed Begdo had 
conquered this region. After conquest by Humayun of Gujarat , the 
Jams of Navanagar established the kingdom which came to be 
known as 'Halar' . The Jams claim to be descendant from Yadavs. 
They belong to the Jadeja Rajput race which originated from the 
Sammas who ruled at Nagar-Thatha in Sind and migrated to 
Kachchh. Jam Raval was the founder of Jamnagar and he was a 
descendant of Jam Hala and hence the area had been called as 
'Halar'.   After Independence Jamnagar City Available historical 
references suggest that Jamnagar in its present location was 
founded by Jam Raval in A.D. 1540 on the erstwhile 'Nagnah' port. 
Darbargadh, presently the area in the inner city, seems to be the 
original town founded by Jam Raval in 16th century. The 
foundation stone in one of the buildings here still bears the 
testimony and also the historic Darbargadh Palace, which was built 
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on a high plane over the area between Nagmati and Rangmati 
rivers.    
The district of Jamnagar was first formed after independence 
in the year 1949 out of the territories of the former states of 
Navanagar, Dhrol, Dhrafa, Thana and parts of Jalia Devani at the 
time of merger with the Indian Union, the north-west part of 
Jamnagar District known as Okhamandal Taluka was formerly a 
part of Amreli District but was subsequently included in this 
district in 1959. The district became a part of bigger bilingual State 
of Bombay of 1st November, 1956 and thereafter became part of 
Gujarat State on 1 st May, 1960 on the formation of Gujarat State. 
Jamnagar was historically called Nawanagar, or the new 
city, Jamnagar was one of the most important princely states of 
Saurashtra. The city today is called Jamnagar or the city of Jams, 
after the heriditary title held by the rulers of Nawanagar from the 
time of Jam Rawal, who founded the city in 1540. Today, the 200 
km long Jamnagar coast, is known for it's industries with Essar, 
Reliance, Tata and numerous other industrial giants in the region. 
Jamnagar itself is a center for the brass industry, Bandhini fabrics 
and Zari sarees. Visitors to Jamnagar cannot long remain oblivious 
to it's princely past. The magnificent Pratap vilas palace, in a 
renaissance style with imposing domes, the 16
th
 century 
Darbargadh palace with a festival of stone sculpture,  the 
impressive Willingdon crescent, the Lakhota island palace in 19
th
 
century Jamsarovar lake with a museum inside, statutory of famous 
cricketing prince Ranjit Sinhji, numerous wralled parks and 
gardens. 
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 Photograph of Jamnagar Municipal Corporation 
 
 
 
Location and Demography  
Jamnagar district has a border southern and eastern 
respectively Junagadh and rajkot city. ―It is located in Gujarat State 
143 
 
at 22.28 N and 70.04E‖110. Jamnagar Municipal Corporation has 
area round about 26.60 square Kms. and population of 5, 00,000 as 
per Diary of 2007-08.‖111 
 
Climate      
The climate of Jamnagar varies with hot summer, cold 
winter and low rainfall. The evenings are pleasant due to the sea 
breeze from the nearby Arabian Sea. Temperatures range is around 
24ºC to 43ºC in summer and 10ºC to 24ºC in winter.  
 
Organizational structure of the JMC  
Jamnagar Municipal Corporation is responsible for the civic 
infrastructure and administration of the city of Jamnagar. 
Jamnagar Municipal Corporation was established on 6
th
 
October 1981. All the administrative activities of the J.M.C. are 
conducted as per Bombay Provincial Municipal Corporation Act 
1949. The governing structure of JMC consists of political and 
administrative wings. The administrative wing headed by ―Shri P. 
Swaroop Municipal Commissioner,‖112 an IAS officer appointed 
by the government of Gujarat and is responsible for strategic and 
operational planning and management of the Corporation. The 
Commissioner takes decisions on behalf of the Board or the 
Standing Committee formed from the elected councilors to perform 
the duties of the Corporation. He wields the executive power of the 
house.  The city is further divided in 17 wards. Each ward is 
represented by 3 corporators. An election is held to elect 
                                                 
110. www. Jamnagar municipal corporation. Com, Retrieved on 16-8-2008. 
111.  Jamnagar municipal corporation. Dairy – 2007-08. 
112. www. jmc.com Retrived on 16-8-2010 
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corporators. The political wing is an elected body of councilors 
headed by a Mayor.  ―JMC is headed by Shri Kanaksingh Jadeja 
the present Mayor of Jamnagar.‖113  The mayor heads the party 
with the largest number of corporators elected. The mayor is 
responsible for the day-to-day running of the city services. 
 
Branches of Jamnagar Municipal Corporation 
 The main departments and branches of JMC are discussed 
below 
 
(1) Health Department 
JMC‘s health department works for removing dephantites 
(Filaria), special school health checkup, pulse polio programme, 
malaria eradication programme and work through corporation 
dispensary. They are trying to give special treatment to people of 
economically backward class under urbon health restructuring 
programme. 
 
(2) Fire and  Emergency department 
Fire and Emergency department works done in last year 
Construction of indiva marg fire station, Bedeshwar fire station, 
Mini high pressure form tender, Reserve tender & modern vehicles 
are bought. It will do Planning for next year, IADA is planning to 
construct two fire stations at Gulabnagar and pump house. To 
purchase 3 new vehicles for fire dept. To purchase new Hydrolic 
platform by getting grant from government. 
 
                                                 
113. www. jmc.com Retrived on 16-8-2010 
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(3) Garden department 
Maintenance of public garden, establishment, planning and 
development of gardens. This department developed many garden 
in last year which are given below:- 
- Jolly banglow, traiangle garden 
- Gulabnagar octroi booth 
- Kadiawad pay and use garden 
- Nalvali vav baug pay and use  
- Bala hanuman step garden 
- Raksha shakti circle 
- Joggers park Iceland 
- Saru section civic centre garden 
- Ranjit nagar civic centre 
- New trees planted – 1000 
 
(4) Construction department  
They build roads, gutters buildings etc for public health and 
welfare as well as they build and maintain pubic urinals and 
lavatories. They keep in mind their financial resources and 
development of city. They also build buildings of JMC. They 
expect from people that people should not create any type of loss to 
public properties of JMC like roads and gutters and help to 
maintain them. 
 
(5) Tax branch  
JMC is given work of professional tax since 1
st
 October, 
2006. They have completed survey work in ward no 1 to 17. Octroi 
branch recovers octroi through & octroi booths. House tax branch 
registers properties ward wise on the bans of area. 
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(6) Lighting department 
Lighting department takes care of new lights, hydrolic tower, 
central lighting system, ward wise new tubelights and liquor phono 
for call centres. 
 
(7) Midday meal system Department  
They provide hot cooked meal to students of primary schools 
of JMC. Its main aim is to provider hygienic food for overall 
development of students. Moreover, it helps to decrease the no. of 
students leaving school before primary education. It increases 
presence of students and helps to attract very poor families‘ 
children. 
They provide facilities to prepare food to all the different 
areas. They also appoint adequate staff for implementation of 
scheme they provide food grains and cereals, spices, fuel for the 
same. They check quality of grains provided by corporation. 
 
(8) Accounting Branch 
It helps check on all the financial transactions of JMC under 
supervision of chief accountant, assistant commissioner and deputy 
commissioner. This department works by dividing itself into 
treasury department, P.F. department, pension department, loan 
and grant advance to employee‘s deposits and investment 
departments. They keep accounts of income and expenditure of 
whole JMC. They maintain accounting by giving accounting codes. 
 
(9) Audit Branch 
They decide the process to be followed to take decision 
about different matter. They keep in mind laws, rules and 
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regulations, documents required for important matters. They check 
an officer authorized to take decisions who is final authority to take 
decisions is also checked by them. 
 
(10) Central stores department 
They purchase necessary things and stationery for all the 
departments centrally. It came into existence to get benefits of 
whole sale purchase and ease of administration. They adopt tender 
process to purchase good quality goods at reasonable prices. They 
give work orders and prepare bills of goods purchased. 
 
(11) Water works departments 
To provide clean, hygienic and pure drinking water for 
health hygiene and welfare of people. To use filter plant, storage 
tank, high tanks & pump house for purification and distribution of 
water. 
They have given tap water connection as per financial 
resources available and development of city. They create 
infrastructure facilities for the how areas merged under limits of 
city. They also maintain filter plants, pipelines, pumping stations 
etc and also maintain public hand pumps. They also do repairing 
work of pipelines. 
 
(12) Social welfare department  
They implement different welfare schemes to eradicate 
poverty. They also motivate social institutions for doing such 
activities. They also work for public entertainment and cultural 
programmes. 
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They try to maintain interest of public in out, literature, 
education and sports. They try to keep new generations familiar 
with some famous personalities of our country as well as other 
countries. They give names of celebrities to some areas streets and 
roads. They plan for heritage walk of historical monuments as well 
as they give respect to monument of celebrities on their birthdays 
and maintain them. 
 
(13) Town planning branch 
Day to day activities of JMC is done under TPMC Act 1949. 
Policy decisions are taken by elected members and different 
committees in general meetings. Their main aim is public welfare. 
It includes hygiene, health, clean drinking water, roads, lighting 
etc.  
 
4.12.0   Junagadh Municipal Corporation [JUMC] 
Introduction 
Junagadh is situated right at the base of the temple-studded 
Girnar Hill, and it the departure point for visits to the Gir Forest. 
This interesting and unspoilt town has some exotic old buildings. 
Junagadh is unique city of Gujarat state, as it comprises of 
historical monuments starting from the very ancient age (500 BC) 
till the most recent history of partition of India in 1947 AD. This 
city, as the name suggests, is a city of old fort. It has a very old 
history and, as a result, there are many historical monuments worth 
visiting in this city, Junagadh. 
In olden times, the city was known by various names like 
Raivatachal, Raivatnagar, Revant, Manipur, Chandraketapur, 
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Puratanpur, Pratappur, Narendrapur, Girinagar, Karan Kunj, Jirna 
Durg, Mustafabad and finally the present name Junagadh was 
given by the British Governmentin1820AD. 
           The city has acquired an important place in tourist map of 
Gujarat. Everyday thousands of visitors / tourists visit city for 
religious, entertainment and educational excursions. Two main 
festivals celebrated here are ―Parikrama‖ (Held in October-
November during the period of five days concluding on the full-
moon day of Kartik Month) and ―Maha Shivratri‖ (Held in 
February-March on the No-Moon-day of Magha Month) every 
year. The importance of these festivals is not only up to local level 
but has also spread over national and international level. 
NagaBawa‘s or Naked Sages (that are generally seen only during 
Kumbh Mela‘s) come to take part in these festivals from all over 
India. Every year on an average more than one Million people visit 
Junagadh during these two festivals only. Important landmarks of 
Junagadh city are Sakkar Baugh Zoo, Uppar Kot Fort, Railway 
Station, Ashok Silalekh, Makabara, Elevated reservoir tanks at: 
Varun, Uppar kot, Dharam aveda, Nvav nagar vada.   
The city‘s history includes various rulers and dynasties as 
under: 
The last Babi Nawab named Mahabatkhanji III, decided to 
join Pakistan on getting independence from British Rule in 1947. 
But the majority of population being Hindu, the people resorted to 
revolt against his decision and finally they, led by Mr. Shamaldas 
Gandhi in an Army called ―Aarzi Hukumat‖ (Temporary 
Government), attacked and captured the palace and fort by hoisting 
Indian Flag. The Nawab had to run away to Pakistan in order to 
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save his life. Since then the city is a part of Gujarat State of 
Independent India. 
 
Photograph of Junagadh Municipal Corporation 
 
 
 
Location and Demography 
Junagadh is the only major center in Sorath region of 
Saurashtra. It is located at the foot of Girnar Hills; it lies with in 
21‘ 1‖ north latitude and 70‘ 13‖ east latitude. It is located at 
271.89 feet above mean sea level. The area of Junagadh 
Mahanagar Seva Sadan   limit is 57.16 sq. Km. the population of 
Junagadh city is 2, 66,038 as per Census 2001. The population 
projection in 2011 has been forecasted 4, 80,000. 
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Climate 
Junagadh city has typical temperature to humid type coastal. 
The temperature varies from 10c to 42c during the year. The 
minimum temperature is observed in the month of December and 
maximum temperature is observed in the month of May. Junagadh 
city has mainly three seasons from March to ends in mid-June 
followed by monsoon that starts from June to mid-September, 
which is followed by winter. Wind velocity varies from 20-70 
km/hr during cyclonic period. 
 
Organizational structure of the JUMC 
The Junagadh city has a Mahanagar Seva Sadan status. 
Junagadh Municipality was converted in Junagadh 
Mahanagar Seva Sadan on  15-9-2002 . The city has been 
divided into 17 wards, as per the constitution of the local body 
governed by the Bombay Provincial Municipal Corporation Act- 
1949.  It is responsible for the civic infrastructure and 
administration of the city of Junagadh. The governing structure of 
JUMC consists of political and administrative wings. ―The 
administrative wing headed by Shri R. M. Sharma Municipal 
Commissioner,‖114 an IAS officer appointed by the government of 
Gujarat and is responsible for strategic and operational planning 
and management of the Corporation. The Commissioner takes 
decisions on behalf of the Board or the Standing Committee 
formed from the elected councilors to perform the duties of the 
Corporation. He wields the executive power of the house.  
Administrative purposes the city is divided in 17 wards. Each ward 
is represented by 3 corporators. An election is held to elect 
                                                 
114.. www. Junagadh municipal corporation .com. retrieved on 17-6-2010 
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corporators. The political wing is an elected body of councilors 
headed by a Mayor.  ―JUMC is headed by Shri Satishbhai R. 
Virada the present Mayor of Junagadh.‖115 The mayor heads the 
party with the largest number of corporators elected. The mayor is 
responsible for the day-to-day running of the city services.  
 
Branches of Junagadh Municipal Corporation 
 The main departments and branches of JUMC are discussed 
below. 
 
(1) Health department 
The main aim of this department is to maintain health and 
take preventive steps to stop diseases. Their main duties are as 
under. 
- To plan for welfare and hygiene of people. 
- To arrange programmes for mother and child welfare. 
- To take preventive actions to stop diseases. 
- To prevent miring in food items. 
- To provide food licences. 
- To register birth and death. 
- To take preventive action to stop malaria. 
 
(2) Fire & emergency department  
Due to increasing number of high rise buildings and 
shopping centres, to provide immediate relief to people at the time 
of accidents, this department is planning to give training to 
employees. Moreover daily services like cleaning work, gutter, 
cement concrete roads, children play ground, etc are maintained by 
                                                 
115. www. Junagadh municipal corporation .com. retrieved on 17-6-2010 
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them. Every Friday they arrange a meeting of officers. They plan 
well to overcome complaints of people. 
 
(3)  Garden department 
With the help of Ambuja Cement co. they have modernized 
rajiv Gandhi park at the cost of rs. 5 lakhs. From development fund 
of JMC, they have modernized Indira Gandhi children‘s park at the 
cost of Rs. 2 lakhs. They have repaired Vilington Dam Park with 
the help of Austin Engineering limited at the cost of Rs. 3 lakhs. 
 The gardens of municipal corporations are renovated and 
modern facilities are provided. They have created full facilities for 
entertainment of children. 
 
(4) Construction department 
There is a loop road around the walled city. The city roads 
from all directions converge into this loop road. The streets in the 
walled city were originally planned according to topography and 
each street has its identity as per destinations namdy mativada 
nagar road, jawahar road and girnar road. The important roads in 
the city are dhal road, haveli road, MG road, talav and railway 
road, jayshree road, danapith road, sangharia road, mangnath road, 
college road, vanthali road. There are seven gates in the old city 
from where all the roads to the periphery radiate. 
Moreover, maintenance and repairing of buildings and 
offices of municipal corporations, public toilets, traffic points etc. 
are done by this department. 
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(5) Tax branch 
It includes house tax, octroi, professional tax, etc. property 
tax is levied as per BPMC act, clause-127(a) taxes are the main 
some of income, they take all necessary steps to get maximum 
income, all the work of tax recovery department are computerized 
now. 
 
(6) Lighting department 
Core areas and narrow streets remained dark in Junagadh. 
But immediately they took work of lighting all the areas from 
bhadveshwar naka to majewadi gate, station chawk, mahatama 
Gandhi chawk, bus stand road, moti baug road, bill nath naka, moti 
baug, sardar chawk area. Total 171 sodium light polls and 529 
sodium lights are put. So, especially at night, sights of Junagadh 
are worth seeing. All the bulbs, tube lights and sodium lamps are 
put into working condition and all the complaints are removed. For 
this, they have done expenses of 57 lakhs and they have planned 
for work of Rs. 70 lakhs. 
 
(7) Midday meal system department 
To provide hot cooked meal to students of std. 1 to 7. They 
wish to increase level of developing age group. Moreover the 
number of students leaving school in between can be reduced and 
their presence can be increased. It provides employment also and 
helps in social and national unity. 
 
(8) Accounting branch 
All financial transactions are controlled by chief accountant 
of accounts department. Accounts are maintained manually as per 
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account code. But they are to be computerized budgets of 
municipal corporation are prepared by accounts departments. It is 
prepared manually by control method. Accounts of P.F. of 
employees are kept computerized employees retiring or due to 
death or for employee taking voluntary retirement G.P.F. C.P.F. & 
loan on it etc. work is done by this department. 
 
(9) Audit branch 
As per BPMC Act – 1949 and provisions of financial laws of 
government and resolution passed by general board and standing 
committee audit of work done is the main aim of this department. 
Development work done by corporation salary & other benefits 
like higher grade pay commission, pension, gratuity bill are as per 
rules or not is checked by this department.  
 
(10) Central store branch 
 The main aim of this department is to purchase stationery, 
things, uniform etc for different branches as per their requirements. 
To purchase as per requirements of different departments things 
like uniform, stationary and other things. Tender are called and 
good quality goods one provided at reasonable prices. 
 
(11) Water works department 
Water is supplied through 25000 tap connections by three 
major surface water sources namely anandpur weir, hasanpur dam 
and wellingdon dam and 32 wells. Junagadh city has more than 
1000 numbers of hand pumps and 200 stand posts. 
JUMC has prepared its master plans for water supply 
systems in phase manner JUMC has already implemented 610 mm 
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M.S. pipeline from anandpur wier to uparkot storage tank by laying 
18 km long of 16 m/d capacities and constructed H/w with 3 
vertical turbine pumps at anandpur weir. 
 
(12) Social welfare department 
They try to maintain interest of public in out, literature, 
education and sports. They try to keep new generations familiar 
with some famous personalities of our country as well as other 
countries. They give names of celebrities to some areas streets and 
roads. They plan for heritage walk of historical monuments as well 
as they give respect to monument of celebrities on their birthdays 
and maintain them 
 
(13) Town planning branch 
Day to day activities of JUMC is done under TPMC Act 
1949. Policy decisions are taken by elected members and different 
committees in general meetings. Their main aim is public welfare. 
It includes hygiene, health, clean drinking water, roads, lighting 
etc. Town planning branch does following work. 
- Solution of application for development permission. 
- Control on construction works. 
- To plan city development schemes 
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5.1.0 Introduction 
This chapter includes the data analyses of the study. This 
chapter measures the effect of Independent variable on score of Job 
Satisfaction of employees of Municipal Corporation of Saurashtra 
Region. 
Job Satisfaction scheduled prepared by Dr. Daxa C. Gohil 
was used here as a questionnaire to measure the Job Satisfaction of 
employees of municipal corporation.  
Following independent variables measured in the study. 
1. Gender  
2. Marital Status  
3. Type of Family 
9. Category  
5. Place of the Job  
6. Cadre of Job  
7. Brought up environment  
8. Age  
9. Length of Service  
10. Educational Qualification  
11. Educational Stream  
12. Annual Income  
13. Social Economic Status  
19. Physical Health  
15. Work Environment  
16. Family Tension  
17. Family Environment  
Here an effect of each independent variable was studied on 
dependent variable. Here the Job satisfaction was dependent 
variable. There were seventeen null hypotheses were constructed 
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for the study. The analysis of an effect of each independent 
variable on dependent variable is described in this chapter. ‗t‘-test 
and ANOVA were  used to examine the hypotheses. All these 
calculations are prepared with the help of SPSS programmed in 
computer. 
 
5.2.0 The effect of Gender on score of Job Satisfaction 
―There is no significant difference in the Job Satisfaction of Male 
and Female employees of various Municipal Corporation of 
Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of t-
test. The details of the same as follows in table 5.1 
Table – 5.1 
Statistical analysis of Gender 
and their significance difference 
 
 
 
 
 
It is seen from the observation of the table 5.1 that the Male 
Employees were 144 and mean score of the same was 76.04, and 
the Separate Family Employees were 96 and mean score of the 
same was 81.01. Score of Standard Deviation for Male and Female 
Employees were 20.20 and 20.51 respectively. To test the 
significance of correlated mean difference, t-value was calculated. 
t-value was 1.86 which was lower than the table value. Thus, 
examining the significance of acquired results it is known that the 
Sr. 
No. 
Group N Mean Standard 
Deviation 
t-value 
1. Male 
Employees 
144 76.04 20.20  
1.86 
2. Female 
Employees 
96 81.01 20.51  
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acquired result is not significant at 0.05 level. Thus, the null 
hypothesis ―There is no significant difference in the Job 
Satisfaction of Male and Female employees of various Municipal 
Corporation of Saurashtra Region‖ is accepted. That means the 
scores of Job satisfaction of Male and Female employees of 
Municipal Corporation were almost equal. 
 
 Graph-5.1.A Gender 
        Graph 
                
It can be observed by looking at above graph no. - 5.1.A 
there were male and female employees and the effect of gender on 
score of job satisfaction.  No.-1 indicated the male employees No.-
2 indicated female employees of Municipal Corporation of 
Saurashtra Region.   
After starting position minor difference was observed in 
score of job satisfaction. The score of job satisfaction of female 
employees was higher than the male employees. But as per the t-
value at level of 0.05 there were no significant difference found 
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between the male and female employees of Municipal Corporation 
of Saurashtra Region.   
As per the graph there was minor difference in the score of 
job satisfaction of male and female employees of Municipal 
Corporation of Saurashtra Region.   
 
5.3.0 The effect of Marital Status on score of Job Satisfaction  
 ―There is no significant difference in the Job Satisfaction of 
Married and Unmarried employees of various Municipal 
Corporation of Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of t-
test. The details of the same as follows in table 5.2 
Table – 5.2 
Statistical analysis of Marital Status  
and their significance difference 
Sr. No. Group N Mean Standard 
Deviation 
t-value 
1. Married 
Employees 
167 76.12 20.11  
2.21* 
2.  Unmarried 
Employees 
73 82.40 20.61 
*significant at the 0.05 level 
It is seen from the observation of the table 5.2 that the Male 
Employees were 167 and mean score of the same was 76.12, and 
the Separate Family Employees were 73 and mean score of the 
same is 82.40 Score of Standard Deviation for Male and Female 
Employees were 20.11 and 20.61 respectively. To test the 
significance of correlated mean difference, t-value was calculated. 
t-value was 2.21, which was higher than the table value. Thus, 
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examining the significance of acquired results it is known that the 
acquired result is significant at the level of 0.05. That means the 
mean scores of both the groups were quiet different. Thus, the null 
hypothesis ―There is no significant difference in the Job 
Satisfaction of Married and Unmarried employees of various 
Municipal Corporation of Saurashtra Region.‖ is rejected. The 
calculated data suggested that the mean score of the Job 
satisfaction of Unmarried Employees was higher than the Married 
Employees. That means Unmarried Employees of Municipal 
Corporation have higher Job satisfaction than the Married 
Employees of Municipal Corporation.  
 
Graph-5.2 A Marital Status  
Graph 
       
It can be observed by looking at above graph no.- 5.2 A 
there were married and unmarried employees and effect of Marital 
Status on score of Job Satisfaction. In this graph, No.-1 indicated 
the married employees and No.-2 indicated the unmarried 
employees of Municipal Corporation of Saurashtra Region. 
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  There was no vast difference found in starting and ending 
score of job satisfaction. Minor difference found after starting 
position in score of job satisfaction the average difference score 
was 7 between the married and unmarried employees.  
Above analysis make it clear that unmarried employees have 
higher job satisfaction than married employees. That means the 
marital status was affected the score of job satisfaction of 
employees of Municipal Corporation of Saurashtra Region.   
 
5.4.0 The effect of Joint and Separate family on score of Job 
Satisfaction 
 ―There is no significant difference in the Job Satisfaction of Joint 
and Separate Family employees of various Municipal Corporation 
of Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of t-
test. The details of the same as follows in table 5.3 
Table – 5.3 
Statistical analysis of Types of Family  
and their significance difference 
Sr. 
No. 
Group N Mean S.D. t value 
1. Employees who 
were living in 
Joint Family 
160 82.09 19.64  
 
4.53* 
2.  Employees who 
were living in 
Separate  
Family 
80 69.91 19.64 
*significant at the 0.05 level 
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It is seen from the observation of the table 5.3 that the Joint 
Family Employees were 160 and mean score of the same was 
82.09, and the Separate Family Employees were 80 and mean score 
of the same was 69.91. Scores of Standard Deviation for Joint 
Family and Separate Family Employees were 19.64 and 19.64 
respectively. To test the significance of correlated mean difference, 
t-value was calculated. t-value was 4.53 which was higher than the 
table value. Thus, examining the significance of acquired results it 
is known that the acquired result is significant at the level of 0.05. 
That means the mean scores of both the groups were quiet 
different. Thus, the null hypothesis ―There is no significant 
difference in the Job Satisfaction of Joint and Separate Family 
employees of various Municipal Corporation of Saurashtra 
Region‖ is rejected. The calculated data suggested that the mean 
score of the Job satisfaction of Employees who were living in Joint 
family was higher than the Employees who were living in Separate 
family. That means Employees of Municipal Corporation who 
were living in Joint family have higher Job satisfaction than the 
Employees of Municipal Corporation who were living in Separate 
family.  
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 Graph-5.3 A Types of Family  
Graph 
          
It can be observed by looking at the above graph no. – 5.3 A 
that there were joint and separate family employees and effect of 
types of Family on score of Job Satisfaction.  No.-1 indicated the 
employees of Joint family and No. - 2 indicated the employees of 
separate family.  
As per the graph there was no vast difference observed in 
starting and ending score. There was vast difference observed at 
middle, the average difference score is 12 between the employees 
of joint family and separate family. 
 Above analysis make it clear that the job satisfaction of 
employees who were living in joint family were higher than the 
who are living in separate family that means the types of family 
affected the score of job satisfaction. 
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5.5.0 The effect of Category on score of Job Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
General and Reserve Category employees of various Municipal 
Corporation of Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of t-
test. The details of the same as follows in table 5.4 
Table – 5.4 
Statistical analysis of Category  
and their significance difference 
*significant at the 0.05 level 
It is seen from the observation of the table 5.4 that the 
Reserve Category Employees were 123 and mean score of the 
same was75.12, and the General Category Employees were 117 
and mean score of the same was 81.09. Score of Standard 
Deviation for Reserve and General category Employees were 20.69 
and 19.77 respectively. To test the significance of correlated mean 
difference, t-value was calculated. t-value was2.28  which was 
higher than the table value. Thus, examining the significance of 
acquired results it is known that the acquired result is significant at 
the level of 0.05. That means the mean scores of both the groups 
were quiet different. Thus, the null hypothesis ―There is no 
significant difference in the Job Satisfaction of General and 
Reserve Category employees of various Municipal Corporation of 
Sr. 
No. 
Group Number of 
Employees 
Mean Standard 
Deviation 
t-value 
1. Reserve Category 
Employees 
123 75.12 20.69  
2.28* 
2.  General Category 
Employees 
117 81.09 19.77 
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Saurashtra Region‖ is rejected. The calculated data suggested that 
the mean score of the Job satisfaction of General category 
Employees was higher than Reserve category Employees. That 
means Employees of General category have higher Job satisfaction 
than Reserve category Employees of Municipal Corporation of 
Saurashtra Region. 
 
Graph-5.4 A Category 
Graph 
                
It is observed by looking at the graph no.-5.4 A there were 
two types of category No.-1 employees was indicated the reserve 
category and No.-2 is indicated the general category employees of 
Municipal Corporation of Saurashtra Region.   
As per the t-test there was significant difference found 
between the score of job satisfaction but as per the above graph 
there was not vast difference in the score of reserve category 
employees and general category employees the average difference 
score is 6. 
SCORE
10297928782777166595345406
C
u
m
u
la
ti
v
e
 P
e
rc
e
n
t
120
100
80
60
40
20
0
CATOGARY
          1
          2
168 
 
The above analyses make it clear that the job satisfaction 
score of general category employees was higher than the reserve 
category employees. That means, category of employees affected 
the score of job satisfaction in some extent.  
 
5.6.0 The effect of Place of the Job on score of Job Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
employees of various Municipal Corporation who were working in 
their Own District and Other District of Saurashtra Region.‖ 
 For this researcher has analyzed the data with the help of t-
test. The details of the same as follows in table 5.5 
 
      Table – 5.5 
Statistical analysis of Place of the Job 
and their significance difference 
 
 
 
 
 
 
 
 
 
 *significant at the 0.05 level 
It is seen from the observation of the table 5.5 that the 
Employees who were working in their own district were 138 and 
mean score of the same was 86.01, and the Employees who were 
working in other district were 102 and mean score of the same was 
67.23. Score of Standard Deviation for Employees who were 
Sr. 
No. 
Group N Mean Standard 
Deviation 
t-value 
1. Employees who 
were working in 
their own district 
138 86.01 17.36  
 
7.90* 
2.  Employees who 
were working in 
other district 
102 67.23 19.33 
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working in their own district and other district were 17.36 and 
19.33 respectively. To test the significance of correlated mean 
difference, t-value was calculated. t-value was 7.90 which was 
higher than the table value. Thus, examining the significance of 
acquired results it is known that the acquired result is significant at 
the level of 0.05. That means the mean scores of both the groups 
were quiet different. Thus, the null hypothesis ―There is no 
significant difference in the Job Satisfaction of employees of 
various Municipal Corporation who were working in their Own 
District and Other District of Saurashtra Region‖ is rejected. The 
calculated data suggested that the mean score of the Job 
satisfaction of Employees who were working in their own district 
was higher than the other district. That means Employees who 
were working in their own district have higher Job satisfaction than 
the Employees who were working in other district of Saurashtra 
Region. 
 
Graph – 5.5 A Place of the Job  
   Graph 
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It can be observed by looking at the graph no.-5.5 A there 
were two types place of the job and the effect of Place of the Job 
on score of Job Satisfaction. No.-1 indicated the employees who 
were working in own district. No.-2 indicated the employees who 
were working in other districts of Saurashtra Region 
There is no vast difference in starting and ending score of 
job satisfaction by in middle. There was difference in the average 
score was 20 between the employees who were living in own 
district and who were living in other district of Saurashtra Region. 
Above analysis make it clears that, the job satisfaction score 
of employees who were working in own district higher than the 
who were working in other district of Saurashtra Region.  Place of 
the job affected the score of job satisfaction. 
5.7.0 The effect of Cadre of job on score of Job Satisfaction 
 ―There is no significant difference in the Job Satisfaction among 
the employees of various Municipal Corporation of Saurashtra 
Region.‖  
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.6.1 
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Table – 5.6.1 
Statistical analysis of Cadre of Job 
Sr. 
No. 
Group  N Mean Standard  
Deviation 
Minimum Maximum 
1. Class-I 40 84.08 19.02 6 106 
2. Class-II 40 86.78 19.93 42 105 
3. Class-III 80 79.41 19.77 37 105 
4. Class-IV 80 69.25 18.95 35 100 
5. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.6.1 that 
employees of Class-I were 40 and Mean score was 84.08, the 
Standard Deviation of the same was 19.02 and Minimum and 
Maximum score were 6 and 106 respectively. Employees of Class-
II were 40 and Mean score was 86.78, the Standard Deviation of 
the same was 19.93 and Minimum and Maximum score were 42 
and 105 respectively. Employees of Class-III were 80 and Mean 
score was 79.41, the Standard Deviation of the same was 19.77 and 
Minimum and Maximum score were 37 and 105 respectively. 
Employees of Class-IV were 80 and Mean score was 69.25, the 
Standard Deviation of the same was 18.95 and Minimum and 
Maximum score were 35 and 100 respectively. 
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.6.2 
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Table – 5.6.2 
ANOVA analysis 
 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
10840.658 3 3613.553  
 
9.598** Within 
Groups 
88854.138 236 376.501 
Total 99694.796 239  
** Significant at 0.01 level 
 
It is shows the table 5.6.2, between Groups sum of squares 
was 10840.658, at the degree of freedom was 3, Mean square was 
3613.553. Within Groups sum of squares is 88854.138, at the 
degree of freedom was 236, Mean square was 376.501. F value 
was 9.598 which was higher than the table value. Thus, examining 
the significance of acquired results it is known that the acquired 
result is significant at the level of 0.01. Thus, the null hypothesis 
―There is no significant difference in the Job Satisfaction among 
the employees of various Municipal Corporation of Saurashtra 
Region‖ is rejected. 
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Table 5.6.3 
Comparison of mean differences in  
various types of employees 
 
*Significant at 0.05 level 
It is shows the above table 5.6.3 there were various types of 
mean differences in Employees. There were 86 total mean 
differences among the various employees from there 3 were 
significant at 0.05 level. 
There is no significant difference between Class-I employees 
with Class-II and Class-III employees. There is significant 
difference between Class-I and Class-IV employees. There is no 
significant difference between Class-II and Class-III employees. 
There is significant difference between Class-II and Class-IV 
employees. There is significant difference between Class-III and 
Class-IV employees. 
 
 
 
 
 
Group Mean Class-
I 
Class-
II 
Class-
III 
Class-
IV 
Class-I 84.08 - 2.70 4.66   14.83* 
Class-II 86.78 - - 7.36   17.53* 
Class-
III 
79.41 - -     -   10.16* 
Class-
IV 
69.25 - -     - - 
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Graph – 5.6 A Cadre of Job 
Graph 
 
It can be observed by looking at the graph no. – 5.6 A there 
were four types of cadre of job. No. - 1 is indicated the class -I 
employees. No.-2 is indicated class – II employees. No.-3 is 
indicated class – III employees and No. - 4 is indicated the class IV 
employees of Municipal Corporation of Saurashtra Region.   
There was vast difference in starting position in the score of 
job satisfaction between the employees of Class-I and Class-II  the 
difference score was 36, after starting position minor difference 
were observed in last score of job satisfaction in employees of 
Class-II, Class-III and Class-IV there were no vast difference in 
starting and ending score. 
Above analysis make it clear that the cadre of job/ 
designation was affected the score of job satisfaction of employees 
of Municipal Corporation of Saurashtra Region. 
 
 
 
SCORE
10297928782777166595345406
C
u
m
u
la
ti
v
e
 P
e
rc
e
n
t
120
100
80
60
40
20
0
Cedre of job
          1
          2
          3
          4
175 
 
5.8.0 The effect of Brought up Environment on score of Job 
Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
employees, having different Brought up Environment.‖ 
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.7.1 
Table – 5.7.1 
Statistical analysis of Brought up Environment 
Sr. 
No. 
Group  N Mean Standard  
Deviation 
Minimum Maximum 
1. Employees of  
City 
77 78.75 20.69 6 106 
2. Employees of 
Small City 
77 82.23 19.58 37 105 
3. Employees of 
Rural  Area 
86 73.62 20.28 35 106 
4. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.7.1 that 
Employees of City were 77 and Mean score was78.75, the 
Standard Deviation of the same was 20.69 and Minimum and 
Maximum score were 6 and 106 respectively. Employees of Small 
City were 77 and Mean score was 82.23, the Standard Deviation of 
the same was 19.58 and Minimum and Maximum score were 37 
and 105 respectively. Employees of Rural Area were 86 and Mean 
score was 73.62, the Standard Deviation of the same was 20.28 and 
Minimum and Maximum score were 35 and 106 respectively.  
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Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.7.2  
Table – 5.7.2 
ANOVA analysis 
 
It is shows the table 5.7.2, between Groups sum of squares 
was 3076.375, at the degree of freedom was 2, Mean square was 
1538.177. Within Groups sum of squares was 96618.441, at the 
degree of freedom was 237, Mean square was 407.673. F value 
was 3.773, which was higher than the table value. Thus, examining 
the significance of acquired results it is known that the acquired 
result is not significant at the level of 0.01. Thus, the null 
hypothesis ―There is no significant difference in the Job 
Satisfaction of employees, having different Brought up 
Environment‖ is accepted.           
 
 
 
 
 
 
 
 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
3076.375 2 1538.177  
 
3.773 Within Groups 96618.441 237 407.673 
Total 99694.796 239  
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Table 5.7.3 
Comparison of mean differences in 
various types Brought up Environment 
Sr. 
No. 
Group Mean Employees 
of  City 
Employees 
of Small 
City 
Employees 
of Rural  
Area 
1. Employees 
of  City 
78.75 - 3.48 5.14 
2. Employees 
of Small 
City 
82.23 - - 8.62* 
3. Employees 
of Rural  
Area 
73.62 - - - 
*Significant at 0.05 level 
It is shows the above table 5.7.3 there were various types of 
mean differences in Employees. There were 18 total mean 
differences among the various employees from there 1 is 
significant at 0.05 level. 
There is no significant difference between employees of City 
with employees of Small City and employees of Rural Area. There 
is significant difference between employees of Small City and 
employees of Rural Area.  
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Graph- 5.7 A Brought up environment 
     Graph 
 
It can be observed by looking at the graph no. - 5.7 A that 
there were three types of brought up environment and the effect of 
brought up environment on score of job satisfaction. In graph, No.-
1 indicated the employees of city No. - 2 indicated the employees 
of small city and No.-3 indicated the employees of rural area. 
There was vast difference found in the starting score of job 
satisfaction between the employees of city and  employees of small 
city employees as well as between the employees of small city and 
employees of rural area the score of difference found 31 and 24 
respectively. 
There was minor difference found in the ending score of job 
satisfaction of employees who having difference brought up 
environment. 
Above analysis make it clear that brought up environment 
was affected the score of job satisfaction of employees of 
Municipal Corporation of Saurashtra region. 
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5.9.0 The effect of Age on score of Job Satisfaction 
 ―There is no significant difference in the Job Satisfaction of the 
different Age‘s employees of various Municipal Corporation of 
Saurashtra Region.‖ 
For this researcher was analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.8.1 
Table – 5.8.1 
Statistical analysis of Age 
 
It is seen from the observation of the table 5.8.1 that Below 
25 year‘s employees were 66 and Mean score was 82.67, the 
Standard Deviation of the same was 19.82; and Minimum and 
Maximum score were 35 and 106 respectively. 25 to 50 years 
employees were 122 and Mean score was 80.67, the Standard 
Deviation of the same was 19.69 and Minimum and Maximum 
score were 37 and 106 respectively. Above 50 years employees 
were 52 and Mean score was 65.94, the Standard Deviation of the 
Sr. 
No. 
Group  N Mean Standard  
Deviation 
Minimum Maximum 
1. Below 25 years 
employees 
66 82.67 19.82 35 106 
2. 25-50 years 
employees  
122 80.67 19.69 37 106 
3. Above 50 years 
employees  
52 65.94 18.46 6 99 
4. Total  240 78.03 20.42 6 106 
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same was 18.46 and Minimum and Maximum score were 6 and 99 
respectively.  
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.8.2. 
Table – 5.8.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
9868.417 2 4934.208  
 
13.019** Within 
Groups 
89826.379 237 379.014 
Total 99694.796 239  
** Significant at 0.01 level 
It is shows the table 5.8.2, between Groups sum of squares 
was 9868.417, at the degree of freedom was 2, Mean square was 
4934.208. Within Groups sum of squares was 89826.379, at the 
degree of freedom was 237, Mean square was 379.014. F value 
was 13.019, which was higher than the table value. Thus, 
examining the significance of acquired results it is known that the 
acquired result is significant at the level of 0.01. Thus, the null 
hypothesis ―There is no significant difference in the Job 
Satisfaction of the different Age‘s employees of various Municipal 
Corporation of Saurashtra Region.‖ is rejected.    
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Table - 5.8.3 
Comparison of mean differences in various types Age 
 
Group Mean Below 25 
years 
employees 
25-50 
years 
employees  
Above 50 
years 
employees 
Below 25 years 
employees 
82.67 - 1.99 16.72* 
25-50 years 
employees  
80.67 - - 14.73* 
Above 50 years 
employees 
65.94 - -     - 
*Significant at 0.05 level 
It is shows the above table 5.8.3 there were various types of 
mean differences in Employees. There were 63 total mean 
differences among the various employees from there 2 were 
significant at 0.05 level. 
There is no significant difference between Below 25 year‘s 
employees and 25 to 50 years employees. There is significant 
difference between Below 25 year‘s employees and Above 50 
year‘s employees. There is significant difference between 25to 50 
years‘ employees and Above 50 years employees.  
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Graph – 8.1 A Age 
Graph 
 
It can be observed by looking at the graph no-8.1 A that 
there were three types of age and the effect of age on score of job 
satisfaction. In graph No.-1 indicated the employees of below 25 
years, No.-2 indicated the employees of 25 to 50 years and No.-3 
indicated the employees above 50 years. 
  There was vast difference found in the middle score of job 
satisfaction between the employees of below 25 years, and 
employees of 25 to 50 years as well as employees of 25 to 50 years 
and employees above 50 years the score of difference was 24 and 
31 respectively. 
There was minor difference found in the ending score of job 
satisfaction among the employees.   
Above analysis make it clear that the age was affected the 
score of job satisfaction of employees of Municipal Corporation of 
Saurashtra region. 
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5.10.0 The effect of Length of Service on score of Job 
Satisfaction 
 ―There is no significant difference in the Job Satisfaction among 
the employees, having different Length of Services, of various 
Municipal Corporation of Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.9.1 
Table – 5.9.1 
Statistical analysis of Length of Service 
 
Sr. 
No. 
Group  N Mean Standard  
Deviation 
Minimum Maximum 
1. Below 5 Years 
experience 
110 81.24 20.32 35 106 
2. 5 to 15 years 
experience 
78 81.14 18.97 37 104 
3. Above 15 years 
experience 
52 66.58 18.94 6 103 
4. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.9.1 that 
employees who having the experience Below 5 Years were 110 
and Mean score was 81.24, the Standard Deviation of the same was 
20.32 and Minimum and Maximum score were 35 and 106 
respectively. Employees who having experience 5to 15 years were 
78 and Mean score was 81.14, the Standard Deviation of the same 
was 18.97 and Minimum and Maximum score were 37 and 104 
respectively. Employees who having experience Above 15 years 
were 52 and Mean score was 66.58, the Standard Deviation of the 
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same was18.94 and Minimum and Maximum score were 6 and 106 
respectively.  
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.9.2 
Table – 5.9.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
8706.800 2 4353.400  
 
11.339** Within 
Groups 
90987.996 237 383.916 
Total 99694.796 239  
     ** Significant at 0.01 level 
It is shows the table 5.9.2, between Groups sum of squares 
was 8706.800, at the degree of freedom was 2, Mean square was 
4353.400. Within Groups sum of squares was 90987.996, at the 
degree of freedom was 237, Mean square was 383.916. F value 
was 11.339. Thus, examining the significance of acquired results it 
is known that the acquired result is significant at the level of 0.01. 
Thus, the null hypothesis ―There is no significant difference in the 
Job Satisfaction among the employees, having different Length of 
Services, of various Municipal Corporation of Saurashtra Region‖ 
is rejected.      
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Table 5.9.3 
Comparison of mean differences in 
various types Length of Service 
 
Group Mean Below 5 
years 
experience 
5to15 
years  
experience 
Above 15 
years 
experience 
Below 5 years 
experience 
81.24 - 9.53E-02 14.66* 
5to15 years  
experience 
81.14 - - 14.56* 
Above 15 years 
experience 
66.58 - -     - 
*Significant at 0.05 level 
It is shows the above table 5.9.3 there were various types of 
mean differences in Employees. There were 58 total mean 
differences among the various employees from there 2 were 
significant at 0.05 level. 
There was no significant difference between employees who 
having the experience Below 5 Years and employees who having 
the experience 5to 15 years. There was significant difference 
between employees who having the experience Below 5 Years with 
employees who having experience Above 15 years. There was 
significant difference between Employees who having experience 
5to 15 years and employees who having experience Above 50 
years.  
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Graph – 5.9 A Length of Service 
Graph 
 
It can be observed by looking at the graph no.-5.9 A that 
there were three types of length of service and the effect of length 
of service on score of job satisfaction. In graph No.-1 indicated the 
employees who having experience of below 5 years No. - 2 
indicated the employees who having experience 5 to 15 years No. - 
3 indicated the employees who having experience above 15 year. 
There was vast difference found in the starting score of job 
satisfaction between the employees who having experience 5 to 15 
years and employees who having experience above 15 year the 
difference of score was 31. 
There was minor difference found in the ending score of job 
satisfaction of employees who having different length of service. 
Above analysis make it clear, that length of service affected 
the score of job satisfaction of employees of Municipal 
Corporation of Saurashtra region. 
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5.11.0 The effect of Educational Qualification on score of Job 
Satisfaction 
 ―There is no significant in the Job Satisfaction of employees, 
having different Educational Qualification of various Municipal 
Corporation of Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.10.1 
Table – 5.10.1 
Statistical analysis of Educational Qualification 
Sr. 
No. 
Group  N Mean Standard  
Deviation 
Minimum Maximum 
1. Below H.S.C. 
employees 
58 63.86 16.98 35 97 
2. Greduate 
employees 
69 77.99 19.05 37 105 
3. Post-Greduate 
employees 
58 84.81 19.52 6 106 
4. Other 
employees  
55 85.87 18.84 38 106 
5. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.10.1 that 
employees having education Below H.S.C. were 58 and Mean 
score was 63.86, the Standard Deviation of the same was 16.98 and 
Minimum and Maximum score were 35 and 97 respectively. 
Greduate employees were 69 and Mean score was 77.99, the 
Standard Deviation of the same was 19.05 and Minimum and 
Maximum score were 37 and 105 respectively. Post Greduate 
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employees were 58 and Mean score was 84.81, the Standard 
Deviation of the same was 19.52 and Minimum and Maximum 
score were 6 and 106 respectively. Employees of Other 
Qualification were 55 and Mean Score was 85.87, the Standard 
Deviation of the same was 18.84; and Minimum and Maximum 
score were 38 and 106 respectively. 
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.10.2 
 
   Table – 5.10.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
17691.891 3 5897.297  
 
16.972** Within 
Groups 
82002.905 236 347.470 
Total 
 
99694.796 239  
** Significant at 0.01 level 
It is shows the table 5.10.2, between Groups sum of squares 
was17691.891, at the degree of freedom was 3, Mean square was 
5897.297. Within Groups sum of squares was 82002.905, at the 
degree of freedom was 236, Mean square was 347.470. F value 
was 16.972, which is higher than the table value. Thus, examining 
the significance of acquired results it is known that the acquired 
result is significant at the level of 0.01.  That means the null 
hypothesis ―There is no significant in the Job Satisfaction of 
employees, having different Educational Qualification of various 
Municipal Corporation of Saurashtra Region.‖ is rejected.  
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Table 5.10.3 
Comparison of mean differences in various types  
Educational Qualification 
Sr. 
No. 
Group Mean Below 
H.S.C. 
Greduate Post-
Greduate 
Other 
 
1. Below 
H.S.C. 
63.86 - 14.12* 20.95* 22.01* 
2. Greduate 77.99 - - 6.82* 7.89* 
3. Post-
Greduate 
84.81 - - - 1.06 
4. Other 85.87 - - - - 
*Significant at 0.05 level 
It is shows the above table 5.10.3 there were various types of 
mean differences in Employees. There were 144 total mean 
differences among the various employees from there 5 were 
significant at 0.05 level. 
There was significant difference between employees who 
having education Below H.S.C. with Greduate, Post-Greduate and 
Other Qualification employees. There was significant difference 
between Greduate employees with Post-Greduate and Other 
Qualification employees. There was no significant difference 
between Post-Greduate and Other Qualification employees.  
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Graph – 5.10 A Educational Qualification 
 
Graph 
 
It can be observed by looking at the graph no.-5.10 A. That 
there were four types of educational qualification and the effect of 
educational qualification on score of job satisfaction. In graph, 
No.-1 indicated the employees who having education below H.S.C. 
No.-2 indicated graduate employees No. 3 indicated post graduate 
employees No. 4 indicated the employees who having other 
qualification.  
There was vast difference found in starting score of 
employees between the graduate employees and post graduate 
employees as well as the post graduate employees and employees 
who having other qualification, difference score was 31 and 32 
respectively.  
There was no vast difference found among the employees of   
graduate employees, post graduate employees, and employees who 
having other qualification in ending score of job satisfaction. 
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Above analysis make it clear that educational qualification 
was affected the score of job satisfaction of employees of 
Municipal Corporation of Saurashtra region. 
 
5.12.0 The effect of Educational Stream on score of Job 
Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
employees, having different Educational Stream of various 
Municipal Corporation of Saurashtra Region.‖ 
For this researcher was analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.11.1 
Table – 5.11.1 
Statistical analysis of Educational Stream  
Sr. 
No. 
Group  
 
N Mean Standard  
Deviation 
Minimum Maximum 
1. Arts  50 71.80 19.64 35 105 
2. Commerce 80 78.75 19.75 6 105 
3. Science 64 91.39 15.02 37 106 
4. Others 46 64.96 17.95 38 103 
5. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.11.1 that 
employees of Arts Stream were 50 and Mean score was 71.80, the 
Standard Deviation of the same was 19.64 and Minimum and 
Maximum score were 35 and 105 respectively. Employees of 
Commerce Stream were 80 and Mean score was 78.75, the 
Standard Deviation of the same was 19.75 and Minimum and 
Maximum score were 6 and 105 respectively. Employees of 
Science Stream were 64 and Mean score was 91.39, the Standard 
Deviation of the same was 15.02 and Minimum and Maximum 
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score were 37 and 106 respectively. Employees of Others Stream 
were 46 and Mean score was 64.96, the Standard Deviation of the 
same was 17.95 and Minimum and Maximum score were 38and 
103 respectively. 
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.11.2. 
   Table – 5.11.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
21268.648 3 7089.549  
 
21.334** Within 
Groups 
78426.147 236 332.314 
Total 99694.796 239  
** Significant at 0.005 level 
It is shows the table 5.11.2, between Groups sum of squares 
was 21268.648, at the degree of freedom was 3, Mean square was 
7089.549. Within Groups sum of squares was 78426.147, at the 
degree of freedom was 236, Mean square was 332.314. F value 
was 21.334. Thus, examining the significance of acquired results it 
is known that the acquired result is significant at the level of 0.01. 
That means the null hypothesis ―there is significant difference in 
the Job Satisfaction of employees, having different Education 
Stream of various Municipal Corporation of Saurashtra Region‖ is 
rejected.   
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Table 5.11.3 
Comparison of mean differences in various types 
Educational Stream 
Group  Mean Arts Commerce Science Others 
Arts 71.8    - 6.95* 19.59* 6.84 
Commerce 78.75    -    - 12.64* 13.79* 
Science 91.39    -    -    - 26.43* 
Others 64.39    -    -    -   - 
  *Significant at 0.05 level  
It is shows the above table 5.11.3 there were various types of 
mean differences in educational streams. There were 159 total 
mean differences among the employees from there 5 were 
significant at 0.05 level.  
There was significant difference between Arts Stream 
Employees with Commerce and Science stream employees.  There 
was no significant difference between Arts employees with other 
streams employees. There was significant difference between 
Commerce stream employees with Science stream and Other 
streams employees. There was significant difference between 
Science stream employees and Other streams employees. 
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Graph – 5.11 A Educational Stream 
Graph 
 
It can be observed by looking at the graph no.- 5.11 A that 
there were four types of educational stream and the effect of 
educational stream on score of job satisfaction. In graph No.-1 
indicated the employees of arts stream No.-2 indicated the 
employees of commerce stream, No.-3 indicated the employees of 
science stream and No.-4 indicated the employees of other stream. 
There were vast difference found in starting score of 
employees between the employees of employees of arts stream and 
employees of commerce stream, the difference score is 24, after 
starting position minor difference was observed in last score of job 
satisfaction. 
There was no vast difference in the starting score of job 
satisfaction among the employees of arts stream, employees of 
science stream and employees of other stream as well as there was 
no vast difference found in ending score of job satisfaction among 
the employees of arts stream, employees of commerce stream, the 
employees of science stream and employees of other stream. 
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Above analysis make it clear the educational stream was 
affected the score of job satisfaction of employees of Municipal 
Corporation of Saurashtra Region. 
  
5.13.0 The effect of Annual Income on score of Job Satisfaction 
 ―There is no significant difference in the job satisfaction of 
employees, having different Annual Income.‖ 
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.12.1 
Table – 5.12.1 
Statistical analysis of Annual Income 
Sr. 
No. 
Group  
 
N Mean Standard  
Deviation 
Minimum Maximum 
1. Below 1,50,000 159 82.08 19.70 35 106 
2. 1,50,000to 
2,50,000 
77 69.60 19.84 6 103 
3. Above 2,50,000 4 79.50 11.39 67 93 
4. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.12.1 that 
employees who having income Below 1, 50,000 were 159 and 
Mean score was 82.08, the Standard Deviation of the same was 
19.70 and Minimum and Maximum score were 35 and 106 
respectively. Employees who having income 1, 50,000to 2, 50,000 
were 77 and Mean score was 69.60, the Standard Deviation of the 
same was 19.84, Minimum and Maximum score were 6 and 103 
respectively. Employees who having income Above 2, 50,000 were 
4 and Mean score 79.50, the Standard Deviation of the same was 
11.39 and Minimum and Maximum score were 67 and 93 
respectively.  
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Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.12.2. 
       Table – 5.12.2 
             ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
8086.182 2 4043.091  
 
10.460** Within 
Groups 
91608.614 237 386.534 
Total 99694.796 239  
** Significant at 0.01 level 
It is shows the table 5.12.2, between Groups sum of squares 
was 8086.182, at the degree of freedom was 2, Mean square was 
4043.091. Within Groups sum of squares was 91608.614, at the 
degree of freedom was 237, Mean square was 386.534. F value 
was 10.460 was significant at the 0.01 level. Thus, the null 
hypothesis ―There is no significant difference in the Job 
Satisfaction of employees, having different Annual Income.‖ is 
rejected.       
Table 5.12.3 
Comparison of mean differences in various types  
Annual Income 
Group Mean Below 
1,50,000 
1,50,000to 
2,50,000 
Above 
2,50,000 
Below 1,50,000 82.08 - 12.48* 2.58 
1,50,000to 
2,50,000 
69.60 - - 9.90 
Above 2,50,000 79.50 - -    - 
    *Significant at 0.05 level 
It is shows the above table 5.12.3 there were various types of 
mean differences in Employees. There were 25 total mean 
differences among the various employees from there 1 was 
significant at 0.05 level. 
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There was significant difference between employees who 
having income Below 1,50,000 with employees who having 
income  1,50,000 to 2,50,000. There was no significant difference 
between employees who having income Below 1,50,000 and 
employees who having income Above 2,50,000. There was no 
significant difference between employees who having income 
1,50,000 to 2,50,000 and  employees who having income Above 
2,50,000.  
Graph – 5. 12 A Annual Income 
Graph 
 
It can be observed by looking at the graph no.-5.12 A that 
there were three types of annual income and the effect of annual 
income on score of job satisfaction. In graph No.-1 indicated the 
employees who having the income below 150000, No.-2 indicated 
the employees who having the income 150000 to 250000 and No.-
3 indicated the employees who having the income above 250000. 
 There was vast difference found in the starting score of 
employees who having the income below 150000 and employees 
who having the income 150000 to 250000 as well as the employees 
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who having the income 150000 to 250000 and employees who 
having the income above 250000, difference score was found 31 
and 24 respectively. 
There was minor difference found in ending score of job 
satisfaction among the employees who having the income below 
150000, employees who having the income 150000 to 250000 and 
employees who having the income above 250000.  
Above analysis make it clear, that Annual Income was 
affected the score of Job satisfaction of employees of Municipal 
Corporation of Saurashtra Region. 
 
5.14.0 The effect of Physical Health on score of Job Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
employees, having Different Physical Health of various Municipal 
Corporation of Saurashtra Region.‖ 
For this researcher was analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.13.1 
Table – 5.13.1 
Statistical analysis of Physical Health 
Sr. 
No. 
Group  N Mean Standard  
Deviation 
Minimum Maximum 
1. Weak Health 
employees 
39 62.08 16.56 37 95 
2. General Health 
employees 
83 71.95 20.92 6 106 
3. Good Health 
employees 
118 87.58 15.91 35 106 
4. Total 240 78.03 20.42 6 106 
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It is seen from the observation of the table 5.13.1 that Weak 
Health employees were 39 and Mean score was 62.08, the Standard 
Deviation of the same was 16.56 and Minimum and Maximum 
score were 37 and 95 respectively. General Health employees were 
83 and Mean score was 71.95, the Standard Deviation of the same 
was 20.92 and Minimum and Maximum score were 6 and 106 
respectively. Good Health employees were 118 and Mean score 
was 87.58, the Standard Deviation of the same is 15.91 and 
Minimum and Maximum score were 35 and 106 respectively.  
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.13.2. 
 
Table – 5.13.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
23745.406 2 11872.703  
 
37.049** Within 
Groups 
75949.390 237 320.462 
Total 99694.796 239  
** Significant at 0.01 level 
It is shows the table 5.13.2, between Groups sum of squares 
was 23745.406, at the degree of freedom was 2, Mean square was 
11872.703. Within Groups sum of squares was 75949.390, at the 
degree of freedom was 237, Mean square was 320.462. F value 
was 37.049. Thus, examining the significance of acquired results it 
is known that the acquired result is significant at the level of 0.01. 
That means the null hypothesis ―There is no significant difference 
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in the Job Satisfaction of employees, having Different Physical 
Health of various Municipal Corporation of Saurashtra Region.‖ is 
rejected.           
 
Table 5.13.3 
 Comparison of mean differences in various  
  Physical Health 
Group Mean Weak 
Health 
General 
Health 
Good 
Health 
Weak Health 62.08 - 9.87* 25.50* 
General Health 71.95 - - 15.62* 
Good Health 87.58 - -    - 
*Significant at 0.05 level 
It is shows the above table 5.13.3 there were various types of 
mean differences in Employees. There were 102 total mean 
differences among the various employees from there 3 were 
significant at 0.05 level. 
There was significant difference between Weak Health 
employees with General Health and Good Health employees. There 
is significant difference between General Health and Good Health 
employees.  
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Graph – 5.15 A Physical Health 
Graph 
 
It can be observed by looking at the graph no.- 5.15 A  that 
there were three types of physical health and the effect of physical 
health on score of job satisfaction. In graph, No.-1 indicated Weak 
Health employees, No.- 2 indicated General Health employees and 
No.-3 indicated Good Health employees of Municipal Corporation 
of Saurashtra region. 
There were vast differences found in the starting score of job 
satisfaction between the Weak Health employees and General 
Health employees as well as Weak Health employees and Good 
Health employees the difference score was 31 and 24 respectively. 
There were minor difference found in the ending score of job 
satisfaction of Weak Health employees, General Health employees 
and Good Health employees.   
Above analysis make it clear that, the physical health 
affected the score of job satisfaction of employees of Municipal 
Corporation of Saurashtra Region. 
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5.15.0 The effect of Social Economic Status on score of Job 
Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
employees, having Different Social Economic Status of various 
Municipal Corporation of Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.14.1 
 
Table – 5.14.1 
Statistical analysis of Social Economic Status 
Sr. 
No. 
Group  
 
N Mean Standard  
Deviation 
Minimum Maximum 
1. Lower Class 
employees 
67 63.49 15.61 35 97 
2. Middle Class 
employees 
152 82.03 19.66 6 106 
3. Higher Class 
employees 
21 95.48 10.66 63 106 
4. Total  240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.14.1 that Lower 
Class employees were 67 and Mean score was 63.49, the Standard 
Deviation of the same was 15.61 and Minimum and Maximum 
score were 35 and 97 respectively. Middle Class employees were 
152 and Mean score was 82.03, the Standard Deviation of the same 
was 19.66 and Minimum and Maximum score were 6 and 106 
respectively. Higher Class Employees were 21 and Mean score was 
95.48, the Standard Deviation of the same was 10.66 and Minimum 
and Maximum score were 63 and 106 respectively.  
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Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.14.2.
  
Table – 5.14.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
22978.917 2 11489.458  
 
35.495** Within 
Groups 
76715.879 237 323.696 
Total 99694.796 239  
** Significant at 0.01 level 
It is shows the table 5.14.2, between Groups sum of squares 
was 22978.917, at the degree of freedom was 2, Mean square was 
11489.458. Within Groups sum of squares was 76715.879, at the 
degree of freedom was 237, Mean square was 323.696. F value 
was 35.495, which was higher than the table value. Thus, 
examining the significance of acquired results it is known that the 
acquired result is significant at the level of 0.01.  That means the 
null hypothesis ―There is no significant difference in the Job 
Satisfaction of employees, having Different Social Economic 
Status of various Municipal Corporation of Saurashtra Region.‖ is 
rejected.  
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Table 5.14.3 
Comparison of mean differences in various types 
Social Economic Status 
Group Mean Lower Class Middle Class Higher Class 
Lower Class 63.49 - 18.53* 31.98* 
Middle Class 82.03 - - 13.45* 
Higher Class 95.48 - -    - 
    *Significant at 0.05 level 
It is shows the above table 5.14.3, there were various types 
of mean differences in Employees. There were 128 total mean 
differences among the various employees from there 3 were 
significant at 0.05 level. 
There is significant difference between Lower Class 
employees with Middle Class and Higher Class employees. There 
is significant difference between Middle Class and Higher Class 
employees.  
Graph – 5.13 A Social Economic Status 
Graph 
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It can be observed by looking at the graph no.- 5.13 A that 
there were three types of social economic status and the effect of 
social economic status on score of job satisfaction. In graph, No. - 
1 indicated the Lower Class employees; No. -2 indicated the 
Middle Class employees and No. - 3 indicated the Higher Class 
employees‘ municipal corporation. 
There were vast difference found in the starting score of job 
satisfaction between the Lower Class employees and  Middle Class 
employees as well as Middle Class employees and Higher Class 
employees , the difference score was 24 and 57 respectively. 
There was minor difference found in the ending score of job 
satisfaction of Lower Class employees, Middle Class employees 
and Higher Class employees. 
Above analysis make it clear that, the Social Economic 
Status affected the score of job satisfaction of employees of 
Municipal Corporation of Saurashtra Region. 
 
5.16.0 The effect of Work Environment on score of Job   
Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
employees, having different Work Environment of various 
Municipal Corporation of Saurashtra Region.‖ 
For this researcher was analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.15.1 
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Table – 5.15.1 
Statistical analysis of Work Environment 
Sr. 
No. 
Group  
 
N Mean Standard  
Deviation 
Minimum Maximum 
1. I feel my work is 
like fulfilling my 
hobby 
71 92.96 12.05 47 106 
2. I feel pleasure in 
my work 
51 87.02 15.89 38 104 
3. I am satisfied 
with my work at 
present 
54 71.09 18.61 37 103 
4. I get bored 
frequently from 
my work 
64 60.16 15.71 6 99 
5. I hate my work - - - - - 
6. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.15.1 that 
employees who feel their work like fulfilling hobby were 71 and 
Mean score was 92.96, the Standard Deviation of the same was 
12.05 and Minimum and Maximum score were 47 and 106 
respectively. Employees who feel pleasure in their work were 51 
and Mean score was 87.02, the Standard Deviation of the same was 
15.89 and Minimum and Maximum score were 38 and 104 
respectively. Employees who satisfied with their work at present 
were 54 and Mean score was 71.09, the Standard Deviation of the 
same was 18.61 and Minimum and Maximum score were 37 and 
103 respectively. Employees who get bored frequently from their 
work were 64 and Mean score was 60.16, the Standard Deviation 
of the same was 15.71 and Minimum and Maximum score were 6 
and 99 respectively.  
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Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.15.2.
    Table – 5.15.2 
        ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
42987.968 3 14329.323  
 
59.635** Within 
Groups 
56706.828 236 240.283 
Total 99694.796 239  
** Significant at 0.01 level 
It is shows the table 5.15.2, that between Groups sum of 
squares was 42987.968, at the degree of freedom was 3, Mean 
square was 14329.323. Within Groups sum of squares was 
56706.828, at the degree of freedom was 236, Mean square was 
240.283. F value was 59.635, which was higher than the table 
value. Thus, examining the significance of acquired results it is 
known that the acquired result is significant at the level of 0.01.  
That means the null hypothesis ―There is no significant difference 
in the Job Satisfaction of employees, having different Work 
Environment of various Municipal Corporation of Saurashtra 
Region.‖ is rejected. 
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Table 5.15.3 
Comparison of mean differences in various types 
Work Environment 
Group Mean I feel my 
work is 
like 
fulfilling 
my hobby 
I feel 
pleasure 
in my 
work  
I am 
satisfied 
with my 
work at 
present 
I get bored 
frequently 
from my work 
I feel my work is 
like fulfilling my 
hobby 
92.96 - 5.94* 21.87* 32.80* 
 I feel pleasure in 
my work  
87.02 - - 15.93* 26.86* 
 I am satisfied 
with my work at 
present 
71.09 - - - 10.94* 
 I get bored 
frequently from 
my work 
60.16 - - - - 
       *Significant at 0.05 level  
It is shows the table 5.15.3, that there were various types of 
mean differences in Employees. There were 229 total mean 
differences among the various employees from there 6 were 
significant at 0.05 level. 
There is significant difference between employees who feel 
their work like fulfilling hobby with employees who feel pleasure 
in their work, employees who satisfied with their job at present and 
employees who get bored frequently from their work. There is 
significant difference between employees who feel pleasure in their 
work with employees who satisfied with their job at present and 
employees who get bored frequently from their work. There is 
significant difference between employees who satisfied with their 
job at present and who get bored frequently from their work. 
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Graph-5.15 A Work Environment 
Graph 
 
It can be observed by looking at the graph no.-5.15 A that 
there were four types of work environment and the effect of work 
environment on score of job satisfaction. In graph, No. -1 indicated 
the employees who feel their work like fulfilling hobby. No. - 2 
indicated the employees who feel pleasure in their work, No. - 3 
indicated the employees who satisfied with their work at present, 
No. -4 indicated the employees who get bored frequently from their 
work. 
There was vast difference found in starting score of job 
satisfaction between the No.-1 and No. - 2 employees as well as 
No.- 3 and No.- 4 employees the difference score was 4 and 31 
respectively. 
There were minor difference found in the ending score job 
satisfaction among the No.-1, No.-2, No. - 3 and No.-4 employees.  
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Above analysis make it clear that the work environment was 
affected the score of job satisfaction of employees of Municipal 
Corporation of Saurashtra Region. 
 
5.17.0 The effect of Family Tension on score of Job Satisfaction 
 ―There is no significant difference in the Job Satisfaction of 
employees, having different Family Tension of various Municipal 
Corporation of Saurashtra Region.‖ 
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.16.1 
Table – 5.16.1 
Statistical analysis of Family Tension 
Sr. 
No. 
Group  
 
N Mean Standard  
Deviation 
Minimum Maximum 
1. There is no 
tension  in family 
78 91.14 13.37 35 106 
2. There is tension 
in family 
26 70.88 22.07 6 100 
3. Differences of 
family can be 
resolved 
88 77.11 19.48 63 105 
4. Mind get disturb 
due to family 
tension 
46 62.39 17.39 53 99 
5. Family put 
always in tension 
2 59.50 19.09 6 73 
 Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.16.1 that 
employees who have not family tension were 78 and Mean score 
was 91.14, the Standard Deviation of the same was 13.37 and 
Minimum and Maximum score were 35 and 106 respectively. 
Employees who have family tension were 26 and Mean score 
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was70.88, the Standard Deviation of the same was 22.07 and 
Minimum and Maximum score were 6 and 100 respectively. 
Employees whose differences of family can be resolved were 88 
and Mean score was77.11, the Standard Deviation of the same was 
19.48 and Minimum and Maximum score were 63 and 105 
respectively. Employees whose mind get disturb due to family 
tension were 46 and Mean score was 62.39, the Standard Deviation 
of the same was 17.39 and Minimum and Maximum score were 53 
and 99 respectively.  Employees whose family put them always in 
tension were 2 and Mean score was 59.50, the Standard Deviation 
of the same was 19.09 and Minimum and Maximum score were 6 
and 73 respectively.  
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.16.2. 
Table – 5.16.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
26746.373 4 6686.593  
 
21.541** Within 
Groups 
72948.423 235 310.419 
Total 99694.796 239  
**Significant at 0.01 level 
It is shows the table 5.16.2, that between Groups sum of 
squares was 26746.373, at the degree of freedom was 4, Mean 
square was 6686.593. Within Groups sum of squares was 
72948.423, at the degree of freedom was 235, Mean square was 
310.419. F value was 21.541. Thus, examining the significance of 
acquired results it is known that the acquired result is significant at 
the level of 0.01.  That means the null hypothesis ―There is no 
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significant difference in the Job Satisfaction of employees, having 
different Family Tension of various Municipal Corporation of 
Saurashtra Region.‖ is rejected.          
Table 5.16.3 
Comparison of mean differences in various types 
Family Tension 
Group Mean There 
is no 
tension 
family 
There 
is 
tension 
in 
family 
Differences 
of family 
can be 
resolved 
Mind 
get 
disturb 
due to 
family 
tension 
Family 
put 
always 
in 
tension 
There is no 
tension 
family 
91.14 - 20.26* 14.03* 28.75* 31.64* 
There is 
tension in 
family 
70.88 - - 6.23 8.49 11.38 
Differences 
of family can 
be resolved 
77.11 - -    - 14.72* 17.61 
Mind get 
disturb due to 
family 
tension 
62.39 - - - - 2.89 
Family put 
always in 
tension 
59.50 -     
*Significant at 0.05 level 
It is shows the table 5.16.3, that there were various types of 
mean differences in Employees. There were 228 total mean 
differences among the various employees from there 5 were 
significant at 0.05 level. 
There is significant difference between employees who have 
not Family Tension with Employees who have Family Tension, 
Employees whose differences of family can be resolved, 
Employees whose mind get disturb due to Family Tension, and 
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Employees whose Family put them always in Tension. There is no 
significant difference between Employees who have family tension 
with Employees whose differences of Family can be resolved, 
employees whose mind get disturb due to Family Tension and 
employees whose Family put them always in Tension. There is 
significant difference between employees whose differences of 
family can be resolved and employees whose mind gets disturb due 
to family tension. There is no significant difference between 
Employees whose differences of family can be resolved and 
Employees whose family put them always in tension. There is no 
significant difference between Employees whose mind get disturb 
due to family tension and Employees whose family put them 
always in tension.  
 
Graph – 5.16 A Family Tension 
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It can be observed by looking at the graph no.-5.16 A that 
there were five types of family tension and the effect of family 
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tension on score of job satisfaction. In graph,  No. -1 indicated the 
employees who have not family tension.  No. - 2 indicated the 
employees who have family tension. No.-3 indicated employees 
whose differences of family can be resolved. No.- 4 indicated 
employees whose mind get disturb due to family tension, No.- 5 
indicated employees whose family put them always in tension. 
There were vast difference found in the starting score of job 
satisfaction, between the No.-1 and No.-2 employees, No.- 2 and 
No.-3 employees as well as No.- 4 and No.- 5 employees the 
difference score was 24, 57 and 57 respectively 
There was vast difference found in ending score of job 
satisfaction between the, No. - 5 and No. - 5 employees the 
difference of the score was 26 and the minor differences were 
found among the No. - 1, No. - 2 and No. - 3 employees. 
Above analysis make it clear that the family tension was 
highly affected the score of job satisfaction of employees of 
Municipal Corporation of Saurashtra Region. 
 
 
5.18.0 The effect of Family Environment on score of Job 
Satisfaction 
―There is no significant difference in the Job Satisfaction of 
employees, having Different Type of Family Environment of 
various Municipal Corporation of Saurashtra Region.‖  
For this researcher has analyzed the data with the help of 
Analysis of Variance (ANOVA). The details of the same as follows 
in table 5.17.1 
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Table – 5.17.1 
Statistical analysis of Family Environment 
Sr. 
No. 
Group  
 
N Mean Standard  
Deviation 
Minimum Maximum 
1. I pass most of the 
time with family. 
105 84.94 17.13 44 106 
2. I pass most of the 
time with friend 
circle. 
29 88.07 16.63 42 105 
3. My family members 
feel my absence  
51 71.86 19.83 40 106 
4. My family members 
do not feel my 
presence  
19 56.16 17.08 6 87 
5. My family members 
move with me in all  
function 
36 70.06 20.89 35 103 
6. Total 240 78.03 20.42 6 106 
 
It is seen from the observation of the table 5.17.1 that 
employees who pass most of the time with family were 105 and 
Mean score was 84.94, the Standard Deviation of the same was 
17.13 and Minimum and Maximum score were 44 and 106 
respectively. Employees who pass most of the time with friend 
circle were 29 and Mean score was88.07, the Standard Deviation 
of the same was 16.63 and Minimum and Maximum score were 42 
and 105 respectively. Employees whose family members‘ feel their 
absence were 51 and Mean score was71.86, the Standard Deviation 
of the same was 19.83 and Minimum and Maximum score were 40 
and 106 respectively. Employees whose family members do not 
feel their absence were 19 and Mean score was 56.16, the Standard 
Deviation of the same was 17.08 and Minimum and Maximum 
score were 6 and 87 respectively. Employees whose family 
member move with them in all the function were 36 and Mean 
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score was70.06, the Standard Deviation of the same was 20.89 and 
Minimum and Maximum score were 35 and 103 respectively.  
Now on the basis of the above data researcher was done 
ANOVA analysis. The result of analysis is given in Table 5.17.2. 
Table – 5.17.2 
ANOVA analysis 
Source Sum of 
Squares 
Degree of 
Freedom 
Mean 
Square 
F-Value 
Between 
Groups 
21258.822 4 5314.706  
 
15.923** Within 
Groups 
78435.974 235 333.770 
Total 99694.796 239  
** Significant at 0.01 level 
The table 5.17.2 reveals that between Groups sum of squares 
was 21258.822, at the degree of freedom was 4, Mean square was 
5314.706. Within Groups sum of squares was 78435.974, at the 
degree of freedom was 235, Mean square was 333.770. F value 
was15.923, which was higher than the table value. Thus, 
examining the significance of acquired results it is known that the 
acquired result is significant at the level of 0.01.  That means the 
null hypothesis ―There is no significant difference in the Job 
Satisfaction of employees, having Different Types of Family 
Environment of various Municipal Corporation of Saurashtra 
Region.‖ is rejected. 
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Table 5.17.3 
Comparison of mean differences in various types 
Family Environment 
Group Mean I pass 
most of 
the time 
with 
family 
I pass 
most of 
the time 
with 
friend 
circle. 
My 
family 
members 
feel my 
absence 
My 
family 
members 
do not 
feel my 
presence 
My family 
member 
move with 
me in all 
the 
function 
I pass most of 
the time with 
family 
84.94 - 3.13 13.08* 28.78* 14.89* 
I pass most of 
the time with 
friend circle. 
88.07 - - 16.21* 31.91* 18.01* 
My family 
members feel 
my absence 
71.86 - - - 15.70* 1.81 
My family 
members do 
not feel my 
presence 
56.16 - - - - 13.90* 
My family 
members  
move with me 
in all the 
function 
70.06 - - - - - 
*Significant at 0.05 level 
The table 5.17.3 reveals that there were various types of 
mean differences in Employees. There were 304 total mean 
differences among the various employees from there 8 were 
significant at 0.05 level. 
There is no significant difference between who pass most of 
the time with family and who pass most of the time with friend 
circle. There is significant difference between employees who pass 
most of the time with family with employees whose family 
members feel their absence, employees whose family members do 
not feel their presence and employees whose family member move 
with them in all the function. There is significant difference 
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between employees who pass most of the time with friend circle 
with employees whose family members feel their absence, 
employees whose family members do not feel their presence and 
employees whose family member move with them in all the 
function. There is significant difference between employees whose 
family members feel their absence and employees whose family 
members do not feel their presence. There is no significant 
difference between employees whose family members feel their 
absence and employees whose family member moves with them in 
all function. There is significant difference between employees 
whose family members do not feel their absence and employees 
whose family member moves with them in all function. 
 
Graph – 5.17 A Family Environment 
Graph 
 
It can be observed by looking at the graph no.- 5.17 A that 
there were five types of family environment and the effect of 
family environment on score of job satisfaction. In graph,  No. -1 
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No.-2 indicated the employees who pass most of the time with 
friend circle; No. - 3 indicated the employees whose family 
members feel their absence, No.- 4 indicated the employees whose 
family members do not  fill their presence and No.-5 indicated the 
employees whose family members move with them in all 
functions. 
There were vast differences found in the starting score of job 
satisfaction between the No.-3 and No. - 5 employees as well as 
No.-4 and No.-5 the difference of score was 35 and 14 
respectively. 
There were minor difference in starting and ending score of 
job satisfaction among the employees of No.-1, No. - 2, No. - 3 and 
No.-5  
Above analysis make it clear that the family environment 
was affected the score of job satisfaction of employees of 
Municipal Corporation of Saurashtra Region. 
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Chapter-VI 
Findings, Suggestions, Area of Further 
 Research and Conclusion 
 
6.1.0 Findings  
6.2.0 Suggestions 
6.3.0 Area of Further Research 
6.4.0 Conclusion  
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6.1.0 Findings of the study 
A findings of the study are as follows:  
1.1. Now-a-days, there is no sector in which services of 
employees are not taken. When their work is so important, 
their Job Satisfaction is also very important point to be 
considered. 
1.2. Municipal Corporation occupies a key place in the Indian 
economy in terms of employment and investment. Over the 
years, Municipal Corporation have grown both in number 
and size and spread to most of the vital sectors of the 
economy. But un- fortunately, due to many reasons most of 
the time many municipal corporation are not able to fulfill 
the promises for which municipal corporation have been 
established. 
1.3. The main objectives of this research was to study the 
relationship between the Job Satisfaction of employees of 
Municipal Corporation of Saurashtra Region with 
references to their Cadre of Job, Gender, Marital Status, 
Type of Family, Age, Length of Service, Brought up 
Environment, Category, Education Qualification, Education 
Stream, and Place of the Job, Annual Income, Social 
Economical Status, Physical Health, Family Environment, 
Family Tension, and Work Environment. 
1.4. This study will be helpful to the educators to know about 
the Job    Satisfaction of employees of the Municipal 
Corporation of the Saurashtra Region and Municipal 
Commissioner can also identify the Job Satisfaction of 
employees through this research. It will give proper 
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guideline to the researcher who is interested to make 
additions to the subject of commerce and psychology. 
1.5. The design of the study is exclusively depend on the 
primary information collected as first at Municipal 
Corporation. 
1.6. The universe of the study consists of all the Municipal 
Corporation situated in Gujarat State. 
1.7. The present study is mainly of opinion survey nature. 
1.8. The sample size for the study included 10-class-I, 10-class-
II, 20-class-III and 20-class-IV employees of Municipal 
Corporation of Saurashtra region. 
1.9. Questionnaire was used to collect the information from 
sample of the study. The collected data analyzed with the 
help of SPSS program with computer. ‗t‘-test and  ANOVA 
were used for the analysis. 
1.10. The study was limited to the municipal corporations 
situated only at the Saurashtra Region, it included only 
present employees of the municipal corporation and the 
study was not intended to undergo any other aspect of the 
municipal corporation of the Saurashtra Region. 
2.1. Researcher has studied and selected past studies for the 
review. Fifty five researches were included from India and 
abroad too. These researches implemented with varies 
degree levels like Ph.D., M.phil., M.Eed., and Project level. 
Seven researches were included from the duration of 1953 
A.D. to 2003 A.D. These researchers were from foreign 
studies. Forty eight researches were included with 1961 A.D. 
to 2009 A.D.  
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2.2.  Morge studied on the Job satisfaction of the employees of 
white collar jobs. He found out through this research the 
female employees were more satisfied than male employees; 
therefore the conclusion of the study was that gender was 
affected on the Job satisfaction. 
2.3. Gardon has studied on the Job satisfaction of the workers of 
industrial concern and human needs industries findings of 
the research was that if person‘s individual needs satisfied 
their job satisfaction increase; therefore personal need has a 
positive relation with the job satisfaction. 
2.4. Bidwel and Charles have studied on the Job satisfaction 
and school management. He concluded through this research 
that the effective education is necessary to develop good 
image of the school, perfect management increases the 
teachers‘ Job satisfaction. 
2.5. Smith, Scott and Hulin studied the Job satisfaction of 
professional employees of the company. He found Job 
satisfaction has positive relation with the age level.  
2.6. Ostroff studied an Employees‘ attitudes and organizational 
performance. Results were strongest for teacher satisfaction; 
thus, organizations with more satisfied employees tended to 
be more effective than organizations with dissatisfied 
employees. This study indicates that satisfaction is an 
important social process factor that fosters organizational 
effectiveness. 
2.7. Harter, Schmidt and Hayes studied on the job satisfaction 
sentiments and employee engagement. The researchers 
found positive and substantive correlations between 
employee satisfaction-engagement and the business unit 
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outcomes of productivity, profit, employee turnover, 
employee accidents, and customer satisfaction. 
2.8. Schneider, Hanges, Smith and Salvaggio have studied on 
the relationships between several facets of employee 
satisfaction and organizational financial (return on assets; 
ROA) and market performance (earnings per share; EPS). 
Their results showed consistent and statistically significant 
positive relationships between attitudes concerning 
satisfaction with security, satisfaction with pay, and overall 
job satisfaction with financial (ROA) and market 
performance (EPS). 
2.9. Sinha and Singh studied on the job satisfaction and 
absenteeism. They found that low absentees were 
significantly more satisfied with their job than high 
absentees. 
2.10. Sinha and Sharma studied on attitude and job satisfaction. 
It suggested that the greater the job satisfaction, the less 
favourable was the attitude towards the union. 
2.11. Prasad studied on the personality and the relative elements 
of Job satisfaction. He found the experience had significant 
relation with their Job satisfaction. 
2.12. Rajgopal studied the relationship between satisfaction and 
productivity of textile mills workers belonging to high and 
low productive mills. The results showed high productive 
mill workers compared to their counterparts in low 
productive mills to be significantly more satisfied with five 
of the seven aspect excluding job and coworkers. 
2.13. Anjaniyulu had studied on the Job satisfaction of Secondary 
school teachers and its effectiveness on student‘s education. 
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He had concluded through this research that thirty seven 
percent teachers were not satisfied with their job. The 
responsible factors for this dissatisfaction were lake of 
accommodation facility, lake of parental co-operation and 
lake of physical facility 
2.14. Kapoor and Rao had studied the Job satisfaction of 146 
female employees. He had concluded through this research 
that more than twenty five years female employee and 
married female employee always oppose against injustice 
and struggle against management too. 
2.15. Jawa studied on the anxiety and job satisfaction. The results 
indicate a trend of increasing satisfaction with decreasing 
anxiety level. 
2.16. Mehndi and Sinha studied on the relationship between 
neuroticism and job satisfaction in school teachers. These 
teachers were covered seven areas of job satisfaction such as 
salary, hours of work, opportunity for self, expression, 
security, job status, interest, advancement. The results 
indicate the differences in the satisfaction scores are 
significant for all job areas except salary and hours of work. 
2.17. Jaylakshami had studied on the Job satisfaction of the 
teachers of an Engineering college. The conclusion of the 
research was that the variables like co-operation, agreeness, 
independent, institution, atmosphere, personality and job 
safety significantly affected on Job satisfaction. 
2.18. Lavingia had studied the Job satisfaction of teachers. He 
found the level of education was profoundly affected on Job 
satisfaction. Female teachers were more satisfied than male 
teachers. Unmarried teachers were more satisfied then 
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married. Thus, Gender and marital status were significantly 
affected on the Job satisfaction. 
2.19. Vasudev and Rajbir studied on skilled and semi skilled 
workers of an engineering company. They found that job 
satisfaction increased with increasing wages for the skilled 
group only. 
2.20. Vegadava studied on the Job satisfaction of female teachers 
of Secondary school of Rajkot city. The conclusion of the 
study was that the majority teachers were satisfied with their 
job. The age was minor effected on Job satisfaction, while 
social status was not-significantly affected on the Job 
satisfaction. 
2.21. Kolte studied the Job satisfaction of primary school teachers. 
The findings of the research were the achievement, 
introduction and an opportunity of progress was important 
elements for Job satisfaction. Gender, pay-scale and 
conditions of the job were significantly affected on Job 
satisfaction. 
2.22. Vala studied on the Job satisfaction of the primary school 
teachers of Talaja taluka. He had concluded marital status 
significantly affected on Job satisfaction, while educational 
qualification was not effect on Job satisfaction. 
2.23. Porwal studied on the relation between Job satisfaction and 
personality of Higher Secondary School teachers. The 
conclusions of the research were; (1) Unmarried teachers 
were more satisfied there married, (2) Marital status was 
significantly affected on Job satisfaction, (3) Area, age and 
gender were significantly affected on the Job satisfaction 
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and, (4) The frequency of experience was not affected on the 
Job satisfaction. 
2.24. Gohel studied on the Job satisfaction of the Secondary 
school teachers. The research concluded; (1) The male 
school teachers have fewer Job satisfactions than female 
school teachers, (2) The gender was significantly affected on 
the Job satisfaction, (3) Teachers from urban area were more 
satisfied, (4) The area of the school also affected on the Job 
satisfaction and, (5) The effects of physical facilities also 
found on Job satisfaction. 
2.25. Goyel studied on Attitude, Adjustment, Job interest and Job 
satisfaction of teachers of Educational Training Institutes of 
India.. The major finding of the study was that the job 
interest, attitude and adjustment were profoundly connected 
and affected on the Job satisfaction. 
2.26. Sharma B. R. studied the relationship between job 
satisfaction and union involvement. He found union 
involvement correlating significantly with job satisfaction. 
2.27. Nayak studied on Adjustment and Job satisfaction of 
married and unmarried female teachers. Findings of the 
study were; (1) Marital status was not significantly affected 
on the Job satisfaction and, (2) There was significant relation 
found between Job satisfaction and the Adjustment. 
2.28. Misra identified one peaceful and one disturbed unit. 
Employees of disturbed unit were found to be more 
dissatisfied than those from peaceful unit. 
2.29. Arya Studied on workers who working in healthy climate 
and unhealthy climate. His results showed that work 
satisfaction was high in Indian Telephone Industries Ltd 
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(healthy climate) as compared to Heavy Electricals 
(unhealthy climate).  
2.30. Bhattacharya and Ghosh conducted a study on welders, 
fitters and machinist in a heavy engineering organisation. 
The results showed no relationship between satisfaction and 
such withdrawal behaviour as absence from work, late 
coming, time off the job, and accidents. 
2.31. Joshi studied on the Job satisfaction of Secondary school 
teachers. Findings of the research were; (1) Graduate 
teachers were more satisfied than post graduate teachers, (2) 
Below than forty years teachers were more satisfied with 
their job, and (3) Educational qualification and age were 
significantly affected on the Job satisfaction. 
2.32. Chopra studied on the difference between institutional 
atmosphere and Job satisfaction, Job satisfaction and the 
achievement of the student. The conclusion of the study was 
that the free atmosphere school teachers have higher Job 
satisfaction, while strict atmosphere school teachers were 
dissatisfied. 
2.33. Gupta studied on the Job satisfaction at three different 
levels. Major findings of the study were; (1) Primary school 
teachers have positive relation with Job satisfaction concern 
to the achievement, affiliation with the Institute and tolerate 
some matters, while negative relation concern to egoism and 
safety of the job; (2) There was positive relation found in 
secondary school and college teachers with two variables of 
respect and necessity of achievement; while negative relation 
found in safety and freedom some matters with their job, and 
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(3) Secondary school and college teachers have satisfaction 
with their job. 
2.34. Bhatt studies on the personality determinations of Job 
satisfaction of college teachers. Significant findings of the 
study were; (1) Female teachers were more satisfied than 
male teachers, (2) There was no significant difference in the 
mean scores of married and unmarried teachers, (4) Job 
satisfaction had no significant relation with the variables like 
area of the work, educational qualification and experience, 
age. 
2.35. Shrivastav and Sharma studied the relation between Job 
satisfaction and Job necessity. Findings of the study were 
that the safety, status and personal characteristics have no 
significant relation with Job satisfaction. There was negative 
relation between job necessity and Job satisfaction. 
2.36. Naik studied the Job satisfaction of teaching assistant of 
Baroda University. Findings of the research were; (1) No 
significant difference found between male and female 
college teachers, (2) Job satisfaction had positive relation 
with educational experience and, (3) Unmarried teachers 
have high satisfaction than the married teachers. 
2.37. Nair studied on the Job satisfaction of the primary school 
teachers of Baroda city. Findings of the study were; (1) No 
significant difference found between the teachers of 
government and non government school teachers. (2) There 
was no significant difference found between P.T.C. and 
B.Ed. degree teachers. (3) There was no significant different 
found between married and unmarried teachers. 
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2.38. Darji studied on the Job satisfaction of primary school 
teachers of Himmatnagar taluka. Findings of the study were 
that the urban areas of teachers were more satisfied and Job 
satisfaction increased with safety of salary and safety of the 
job. 
2.39. Rao studied on the job satisfaction, work motivation, 
managerial effectiveness and organizational climate of two 
selected public enterprises of Andhra Pradesh. A finding of 
the study was that high satisfaction from manager‘s results 
due to factors like sense of achievement, interest in job, 
visible results, inter-personal results and salary. However, 
supervisors job satisfaction is influenced by factors like 
responsibility, technical supervision, nature of work, salary 
etc. 
2.40. Patel studied on the Job satisfaction of primary school 
teachers. Major findings of the study were; the favorable 
attitude of the principal was highly affected on the Job 
satisfaction, while the frequency of satisfaction was increase 
where physical facilities were available. 
2.41. Tapodhan has comparative studied on Job attitudes and Job 
satisfaction of Secondary school teachers of Ahmedabad 
city. Findings of the study were; (1) Job attitudes of female 
teachers were more positive than the male teachers, (2) 
Marital status, educational experience and age were not 
significantly affected on the Job satisfaction, (3) Types of 
school and Area of the school was not significantly affected 
on the Job satisfaction. 
2.42. Thakkar studied on the Job satisfaction of the principals of 
the Secondary school. Findings of the study were; (1) 
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Majority principals have neutral attitude; (2) There was no 
significant difference found on Job satisfaction with age, 
area, educational qualification and marital status; (3) 
Educational Experience had significantly effected on Job 
satisfaction. Nine to sixteen years experience principals were 
found more satisfied. 
2.43. Jadeja studied on the Job satisfaction, Values and Problems 
of in-service female school teachers Findings of the study 
were; (1) There was equal Job satisfaction found in each 
levels of female teachers‘ education, (2) P.T.C. degree 
holder school teachers were more satisfied than having B.Ed. 
degree. (3)There was no any effect on Job satisfaction of 
school management and medium of the school and 
experience. (4) There was significant difference found 
between married and unmarried school teachers.  
2.44. Rathava studied on the Job satisfaction of the primary 
school teachers of Baroda city. A finding of the study was 
that the age, educational qualifications and educational 
experience was not significantly affected on the Job 
satisfaction. 
2.45. Gohil studied on the Motivation vis-à-vis job satisfaction 
and organizational perception of bank employees Major 
findings of the study: (1) the average scores of job 
satisfaction of managerial cadre and clerical cadres were 
significantly different. (2) There is a significant difference 
between (a) academic qualification and means scores of job 
satisfaction, (b) family tension and mean scores of job 
satisfaction, (c) family environment and mean scores of job 
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satisfaction. (3) There was correlation in length of service 
and mean scores of job satisfaction. 
2.46. Vyas studied on the Job satisfaction of primary teachers with 
reference to their sex, marital status and educational 
qualification. Findings of the study were; (1) There was a 
significant difference found between married and unmarried 
teachers, (2) Marital status and gender were affected on male 
teacher‘s Job satisfaction; (3) The affect of different district 
found with reference to lower educational qualification. 
2.47. Joshi has studied on the Job satisfaction of B.Ed. trainee and 
B.Ed. trained teachers of Saurashtra region of Gujarat State. 
Findings of the research were; (1) No significant different 
found between B.Ed. trainees Job satisfaction and Job stress, 
(2) There was positive significant correction found between 
job involvement and the job satisfaction of B.Ed. trainee., (3) 
There was positive significant correlation found between job 
involvement and Job satisfaction of male teachers, and (4) 
The teachers who are coming from separate family they have 
higher Job involvement than the joint 
2.48. Jamal studied on the organizational commitment in relation 
to occupational stress, job satisfaction, employees‘ morale 
and socio-emotional school climate. He found occupational 
stress and employees‘ morale as a whole and its components 
like workload, student misbehavior, classroom resources, 
poor colleague relations, etc. are predictors of organizational 
commitment and affective commitment.  
2.49. Rathod and Verma studied on the job satisfaction of 
teachers in relation to role commitment. He found (1) 
Female teachers were found to be more job satisfaction than 
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male teachers. (2) There was no significant influence of 
training on job satisfaction of teachers. (3) Senior teachers 
were found to be more job satisfied than junior teachers. (4) 
Teachers having high role commitment were found to be 
more job satisfaction than teachers having low role 
commitment. (5) Urban teachers were found to be more job 
satisfaction than rural.  
2.50. Bindhu studied on job satisfaction and stress coping skills 
between male and female primary school teachers. He found 
there is a positive correlation between job satisfaction and 
stress coping skill from primary school-teachers. 
2.51. Choudhury studied on the relationship between professional 
awareness and job satisfaction of teachers. Findings of the 
study were: (1) professional awareness was not significantly 
affected on the Job satisfaction of college and university 
teachers.(2) Types of area and types of college were not 
significantly affected on the Job satisfaction.(3) Educational 
experience was not significantly affected on the Job 
satisfaction and professional awareness. 
2.52. Yarriswamy studied on the individual need strength, locus 
of control, job involvement and burnout of teacher-educators 
of teacher training institutes in the state of Karnataka in 
relation to their job satisfaction. Findings of study were (1) 
Gender, was not significantly affected on the Job 
satisfaction, (2) Types of college and Area of the college was 
not significantly affected on the Job satisfaction. (3) 
Educational experience was not significantly affected on the 
Job satisfaction. 
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2.53. Asondariya studied on the achievement, motivation, and job 
satisfaction of vidyasahayak teachers of saurashtra-kutch. He 
found sex; area of the school, category, and type of family is 
strongly affected vidyasahayak teacher of saurashtra-kutch. 
2.54. Bakhshi, kumar, sharma and sharma studied on the job 
satisfaction and life satisfaction of the government and 
private lecturers of Jammu district. He found significant 
positive correlation between job-satisfaction and life 
satisfaction of overall sample. Positive correlation between 
these two variables has important implications for managers 
and supervisors.  
2.55. Ghanti and Jagdeesh studied on the organization climate 
and job satisfaction. They found the organization climate and 
job satisfaction are influenced by many factors group 
characteristics, leader behaviour characteristics, different 
patterns of climate, etc. 
2.56. J.Nicolas, Gayatridevi and A. Velayudhan studied on the 
relationship of perceived Overqualification, job satisfaction, 
Somatization and job stress of MNC executives. The study 
finds that woman executives‘ experience more job stress 
then men, but men report poor health status than women.  
3.1. In any organization, 5Ms are very important, i.c. Men, 
Machine, Money,    Method and Materials. When 
organization is using excellent machine, material and has 
good potential market, using good methods but doesn‘t have 
well trained, prompt, and qualified men power. Then, its 
chances of failure will increase.  
3.2. Andrew Carnegie quoted and saying: "Take away my 
people, but leave my factories, and soon grass will grow on 
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the factory floors. Take away my factories, but leave my 
people, and soon we will have a new and better factory." 
3.3. According to Andrew Carnegie men power is very important 
at work place. If people are very important in management, 
their behaviour is also getting more important in 
organisation.  
3.4. In today‘s scenario management cannot ignore the human 
behaviour. Management must consider, their needs, their 
expectations from organisation. If workers satisfied with the 
organisation, they work effectively.  
3.5. Job satisfaction can‘t be seen touched or observed. So it is 
difficult to define it. In simple words job satisfaction is 
connected with employee's need. Many other factors affected 
it.  
3.6. Herzberg's (1957) have shown at least low ―correlation 
between high morale and high productivity, and it does seem 
logical that more satisfied workers will tend to add more 
value to an organization. Unhappy employees, who are 
motivated by fear of job loss, will not give hundred percent 
of their effort for very long.  
3.7. There are number of factors which influence one's 
satisfaction in the job situation. They can be categorized 
under two broad headings. (i). Organizational Factors. (ii) 
Personal Factors. 
3.8. Edwin A. Locke‘s found satisfaction is determined by a 
discrepancy between what one wants in a job and what one 
has in a job. 
3.9. According to Judge lower levels of neuroticism lead to 
higher job satisfaction. 
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3.10. According to Frederick Herzberg‘s two factor theory 
Hygienic factors are those which help prevent dissatisfaction 
but do not increase satisfaction or motivation. 
3.11. There are many methods for measuring job satisfaction viz. 
Likert scale (named after Rensis Likert), Yes/No questions, 
True/False questions, point systems, checklists, and forced 
choice answers, Job Descriptive Index (JDI),  General Index, 
job satisfaction questionnaires etc. 
3.12. Superior-subordinate communication is an important 
influence on job satisfaction in the workplace.  
3.13. It was found by Weiss and Cropanzano that suppression of 
unpleasant emotions decreases job satisfaction and the 
amplification of pleasant emotions increases job satisfaction. 
Mood and emotions affected the job satisfaction. 
3.14. Brief (1998) wrote: "If a person's work is interesting, her pay 
is fair, her promotional opportunities are good, her 
supervisor is supportive, and her coworkers are friendly, 
then a situational approach leads one to predict she is 
satisfied with her job" 
3.15. There are many variables which affected one‘s Job 
satisfaction 
4.1. Municipal Corporation in India formed under the 
Corporations Act of 1835 of Panchayati Raj system. 
4.2. Municipal Corporations are expected to fulfill the social as 
well as economic obligation to ensure all round development 
of the economy. 
4.3. Many employees of Municipal Corporation have been facing 
problem from senior, management, corporators etc. related 
to over workload, unsafe work on a site, insufficient 
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distribution of vehicles, problems related to promotion, extra 
work, etc. 
4.4. Municipal Corporation is a foundation of development of 
any city.  
4.5. Municipal means, connected with or belonging to a town, 
city or district that has its own local government 
4.6. States give municipalities the power to create an official 
governmental body, such as a board or council. Members of 
this body are elected by voters who live within the voting 
boundaries of the municipality. The local body has the 
power to pass ordinances, or local laws. These laws may not 
conflict with state or federal laws. 
4.7. As per the section 63 and 66 of the Bombay Provincial 
Municipal Corporation Act, the Municipal Corporation is 
responsible for certain obligatory and discretionary services.  
4.8. Gujarat's top four municipal corporations Ahmedabad, Surat, 
Rajkot, and Vadodara have been given the best possible 
credit ratings. The ratings have been given by private sector 
agencies appointed by the Jawaharlal Nehru National Urban 
Renewal Mission (JNNURM).  
4.9. Seven Municipal Corporation are located in Gujarat State. 
4.10. Ahmedabad Municipal Corporation AMC established in July 
1950 
4.11. The Vadodara Municipal Corporation or VMC, established 
in July 1950 
4.12. The Surat Municipal Corporation was established on 2nd 
October 1966. 
4.13. Rajkot Municipal Corporation was established in 1973. 
4.14. Bhavnagar Municipal Corporation was established in 1987. 
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4.15. Jamnagar Municipal Corporation was established on 6th 
October 1981. 
4.16. Junagadh Municipality was converted in Junagadh 
Municipal Corporation on 15-9-2002. 
5.1. There was no significant difference in the Job Satisfaction of 
Male and Female employees of various Municipal 
Corporation of Saurashtra Region. That means the scores of 
Job satisfaction of Male and Female employees of Municipal 
Corporation were almost equal. 
5.2. The mean score of Job satisfaction of Unmarried Employees 
was higher than the Married Employees. That means 
Unmarried Employees of Municipal Corporation have higher 
Job satisfaction than the Married Employees of Municipal 
Corporation.  
5.3. The mean score of Job satisfaction of Employees who were 
living in Joint family was higher than the Employees who 
were living in Separate family. That means Employees of 
Municipal Corporation who were living in Joint family have 
higher Job satisfaction than the Employees of Municipal 
Corporation who were living in Separate family.  
5.4. The mean score of Job satisfaction of General category 
Employees was higher than Reserve category Employees. 
That means Employees of General category have higher Job 
satisfaction than Reserve category Employees of Municipal 
Corporation of Saurashtra Region. 
5.5. The mean score of Job satisfaction of Employees who were 
working in their own district was higher than the other 
district. That means Employees who were working in their 
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own district have higher Job satisfaction than the Employees 
who were working in other district of Saurashtra Region. 
5.6. The mean score of Job satisfaction of Class-II employees 
was higher than the Class-I, Class-III and Class-IV 
employees respectively. There is no significant difference 
found between Class-I employees with Class-II, Class-III 
and Class-IV employees. There is no significant difference 
found between Class-II employees and Class-III employees. 
That means Class-I, Class-II, Class-III employees have 
higher job satisfaction than the Class-IV employees. 
5.7. The mean score of Job satisfaction of employees of city and 
small city was higher than the employees of rural area 
respectively. There is no significant difference found 
between employees of City with employees of Small City 
and employees of Rural Area. That means employees of 
small city have higher job satisfaction than the employees of 
rural area. 
5.8. The mean score of the below 25 years employees was higher 
than the 25 to 50 years employees and above 50 years 
employees  respectively, That shows there is no significant 
difference found between Below 25 year‘s employees and 25 
to 50 years employees. There is significant difference found 
between Below 25 year‘s employees and Above 50 year‘s 
employees. There is significant difference found between 
25to 50 years‘ employees and Above 50 years employees.  
5.9. The mean score of the job satisfaction of employees who 
having the experience Below 5 Years and who having the 
experience 5to 15 years was higher than the employees who 
having experience Above 15 years. This discloses there was 
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no significant difference found between employees who 
having the experience Below 5 Years and employees who 
having the experience 5to 15 years. There was significant 
difference found between employees who having the 
experience Below 5 Years with employees who having 
experience Above 15 years. There was significant difference 
found between Employees who having experience 5to 15 
years and employees who having experience Above 15 
years.  
5.10. The mean score of job satisfaction of other qualification 
employees and the Post-Greduate was found higher than 
Greduate, and Below H.S.C. employees respectively. That 
means there was significant difference found between 
employees who having education Below H.S.C. with 
Greduate, Post-Greduate and Other Qualification employees. 
There was significant difference found between Greduate 
employees with Post-Greduate and Other Qualification 
employees. There was no significant difference found 
between Post-Greduate and Other Qualification employees.  
5.11. The mean score of job satisfaction of science stream 
employees was higher than the employees of Commerce 
stream, Arts Stream, and Other streams respectively. That 
shows there was significant difference found between Arts 
Stream Employees with Commerce and Science stream 
employees. There was no significant difference found 
between Arts employees with other streams employees. 
There was significant difference found between Commerce 
stream employees with Science stream and Other streams 
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employees. There was significant difference found between 
Science stream employees and Other streams employees.  
5.12. The mean score of job satisfaction of employees who having 
income  1,50,000 to 2,50,000 was found higher than the 
employees who having income Above 2,50,000 and who 
having income  1,50,000 to 2,50,000.  That shows there was 
significant difference found between employees who having 
income Below 1,50,000 with employees who having income  
1,50,000 to 2,50,000. There was no significant difference 
found between employees who having income Below 
1,50,000 and employees who having income Above 
2,50,000. There was no significant difference found between 
employees who having income 1,50,000 to 2,50,000 and  
employees who having income Above 2,50,000.  
5.13. The mean score of job satisfaction of Good Health 
employees found higher than the General Health and Weak 
Health employees of Municipal Corporation of Saurashtra 
region respectively.  That discloses there was significant 
difference found between Weak Health employees with 
General Health and Good Health employees. There was 
significant difference found between General Health and 
Good Health employees.  
5.14. The mean score of job satisfaction of higher class employees 
found higher than the Middle Class and Lower Class 
employees of Municipal Corporation of Saurashtra region 
respectively. That shows there is significant difference found 
between Lower Class employees with Middle Class and 
Higher Class employees. There is significant difference 
found between Middle Class and Higher Class employees.  
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5.15. The mean score of job satisfaction of employees who feel 
their work like fulfilling hobby higher than the employees 
who feel pleasure in their work, employees who satisfied 
with their job at present and employees who get bored 
frequently from their work respectively. That shows there is 
significant difference found between employees who feel 
their work like fulfilling hobby with employees who feel 
pleasure in their work, employees who satisfied with their 
job at present and employees who get bored frequently from 
their work. There is significant difference found between 
employees who feel pleasure in their work with employees 
who satisfied with their job at present and employees who 
get bored frequently from their work. There is significant 
difference found between employees who satisfied with their 
job at present and who get bored frequently from their work. 
5.16. The mean score of job satisfaction of employees who have 
not Family Tension was higher than the employees whose 
differences of family can be resolved, employees who have 
Family Tension, employees whose mind get disturb due to 
Family Tension, and employees whose Family put them 
always in Tension respectively. That shows there is 
significant difference found between employees who have 
not Family Tension with employees who have Family 
Tension, employees whose differences of family can be 
resolved, employees whose mind get disturb due to Family 
Tension, and Employees whose Family put them always in 
Tension. There is no significant difference found between 
employees who have family tension with Employees whose 
differences of Family can be resolved, employees whose 
243 
 
mind get disturb due to Family Tension and employees 
whose Family put there always in Tension. There is 
significant difference found between employees whose 
differences of family can be resolved and employees whose 
mind gets disturb due to family tension. There is no 
significant difference found between employees whose 
differences of family can be resolved and employees whose 
family put them always in tension. There is no significant 
difference found between employees whose mind get disturb 
due to family tension and employees whose family put them 
always in tension.  
5.17. The mean score of job satisfaction was higher the employees 
who pass most of the time with friend circle than the 
employees who pass most of the time with family, 
employees whose family members feel their absence, 
employees whose family member move with them in all the 
function and employees whose family members do not feel 
their presence respectively. That shows there is no 
significant difference found between the employees who 
pass most of the time with family and employees who pass 
most of the time with friend circle. There is significant 
difference found between employees who pass most of the 
time with family with employees whose family members 
feel their absence, employees whose family members do not 
feel their presence and employees whose family member 
move with them in all the function. There is significant 
difference found between employees who pass most of the 
time with friend circle with employees whose family 
members feel their absence, employees whose family 
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members do not feel their presence and employees whose 
family member move with them in all the function. There is 
significant difference found between employees whose 
family members feel their absence and employees whose 
family members do not feel their presence. There is no 
significant difference found between employees whose 
family members feel their absence and employees whose 
family member moves with them in all function. There is 
significant difference found between employees whose 
family members do not feel their absence and employees 
whose family member moves with them in all function. 
6.2.0 Suggestions 
 Management should try to solve the problems of 
employees as well as consider their need, their expectation 
from organisation. 
 One should provide the facilities to employees like child-
care, play-house and school near by employees‘ quarters so 
that separate family employees can live tension free.  
 One should try to decrease the work burden of aged 
employees of Municipal Corporation as well as provide 
good furniture facilities so that they can do work easily. 
 Management should provide the flexible work 
arrangements so that employees can work efficiently at 
work place.  
 Management should provide the training and other 
professional growth opportunities to employees, its refresh 
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employees and increase their efficiency and decrease their 
tension.  
 Interesting work that offers variety and challenge and 
allows the worker opportunities to put his or her signature 
on the finished product  
 One should try to provide opportunities to take 
responsibility and direct one's own work  
 Management should provide stable, secure work 
environment that includes job security/continuity as well as 
provide security at work place.  
 Management should provide the environment in which 
workers are supported by an accessible supervisor who 
provides timely feedback as well as congenial team 
members  
 Management should give the flexible benefits, such as 
child-care and exercise facilities.  
 For better work up-to-date technology is needed, therefore 
management should accept new and advance technology. 
 Management should try to increase the job satisfaction of 
reserve category employees by provide the administrative 
as well as personality training.  
 To give the  opportunities to use one's talents and to be 
creative  
 Whenever functions organized must include the family 
members of employees. 
 When creating work teams, managers can enhance the 
workers satisfaction by placing the people with similar 
background, experience or needs in the same workgroup. 
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 Organizations have to provide the Competitive salary and 
opportunities for promotion to the employees. 
 Organisation should give the healthy work environment to 
the employees. 
 Municipal Corporation should give the medical claim and 
organize the camp for employees check-up.   
 Municipal Corporation consists of political and 
administrative wings. Both should try to work together for 
better result, moreover political wing should not give the 
interfere in administrative activity, as well as try to 
remove political environment.  
6.3.0  Area of further Research 
6.3.1. A further research can be held with all the Municipal 
Corporations of Gujarat state to measure the job satisfaction 
of employees. 
6.3.2. A future researcher can undertake with the comparison of 
employees of political wing and administrative wing of 
Municipal Corporation to measure the job satisfaction. 
6.3.3. A research can be assumed with comparison of employees of 
municipality and Municipal Corporation of Saurashtra 
region to measure the job satisfaction. 
6.3.4. A research can be assumed with different sampling (i,e, 
comparison of class-I and class-II employees, comparison of 
class-II and class-III employees, comparison of class-III and 
class-IV employees, comparison of class-I, class-II and 
class-III employees) or with different population (i.e. Gujarat 
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state, North India, south  India, east India, west India, whole 
India.)  
6.3.5. A further research can be held with employees of Municipal 
Corporation to measure the job satisfaction with other 
dependent variable like motivation, adjustment, and 
adjustment. 
6.3.6. A future researcher can undertake with employees of 
Municipal Corporation to measure the effect of job 
satisfaction on life satisfaction. 
6.3.7. A research can be assumed with the employees of 
government and non government organisation to measure the 
job satisfaction.  
6.4.0 Conclusion 
As per the findings and suggestions of the study, researcher 
could derive the following conclusion. 
Much of the employees of Municipal Corporation of 
Saurashtra Region were not satisfied. In today‘s scenario the 
importance of human behaviour is increasing day to day. 
Municipal Corporation can enhance the job satisfaction of 
employees by taking some step in aptly direction. For this 
administrative wing and political wing both have to try. Employees 
of the Municipal Corporations have many questions as well as they 
are facing problems from management. There is a need to give the 
attention on solution of employees questions whenever it arises. 
 
 
248 
 
Bibliography 
1. Books 
1.1. Argyris C., Internation competence and organisational 
effetiveness‖, Erwin Dorsey Press, Moscow (1962). 
1.2. Arthur G., Beclein and Glueck W.E. Management hold 
sounders international edition, (1983). 
1.3. Bidwel and Charles. Administration and teachers 
satisfaction, Publication Company, New York (1956). 
1.4. Blood, Milton, R. ―Work Values and Job Satisfaction ―, 
Berkeley, California University, Institute of Industrial 
Relations, Reprint No. 34, (1970). 
1.5. Brief, Arthur P. Attitudes in and around organizations. 
Thousand Oaks, CA: Sage. (1998). 
1.6. Brown, Mark G. Keeping Score: Using the right metrics to 
drive world-class performance. New York: Quality 
Resources. (1996). 
1.7. Calder, B.J. & Ross, M. Attitudes and Behaviour, General 
Learning Press, Morristown, N.J., (1973). 
1.8. Calhoon R. P. ―Personal management and supervision‖, 
application century crafts, New York, (1967). 
1.9. Cameron, seheila ―Job Satisfaction: The Concept and its 
Measurement ―, London, Dept. of Employment, (1973). 
1.10. Davis Keith ―Human relation at work‖, McGrow Hill book 
company, Inc., New York, (1957). 
1.11. Deftuar, C.N. Job Attitudes in Indian Management – A 
Study in Need Deficiencies and Need importance, Concept 
Publishing Company, Delhi, (1982). 
249 
 
1.12. Desai K.G. ―Human problem in Indian industries‖, Sindhu, 
Bombay, (1969). 
1.13. Draft, Richard L. Management, 4thed. New York: Dryden 
Press, Harcourt  Brace College Publishers. (1997). 
1.14. Dunette M.D., Campbell J.P., Hakel M.D., ―Factors 
contributing to job satisfaction and job dissatisfaction in 
six occupational group, organizational behaviour and 
human performance‖ (1967). 
1.15. Everett, Melissa. Making a living while making a 
difference: A Guide to Creating Careers with a Conscience. 
New York: Bantam Books (1995). 
1.16. F. Hertzberg, B. Mausner and B.B. Snyderman. The 
motivation to work (2
nd
 Ed.) New York (1959). 
1.17. Friedmann, G., ‗The Anatomy of Work ‗, The Free Press 
of Giencee, New York, (1961). 
1.18. Ganguli, H.C. Structure and Process of Organisation, Asia 
Publishing House, Bombay, (1964). 
1.19. Gilmer ―Applied Psychology ―, Problems in living and 
Work ―, Tata McGrey-Hill Publishing Co. Ltd., Bombay & 
Delhi (1967). 
1.20. Glimer, B.V.H., 'Industrial Psychology'. McGraw Hill 
Company Ltd., New York, (1966), p- 16. 
1.21. Guha T. N., ―Job satisfaction among shoe factory workers‖ 
Productivity 2965,  
1.22. H.G. Desai and K.G. Desai. Research Methods and 
Procedures, University Granth Nirman Board, Ahmedabad 
(1989). 
1.23. Hertzberg, F., Mausher, B., and Synderman, B., 'The 
Motivation to work', Wiley, New York, (1959). 
250 
 
1.24. Hoppock, R. Job satisfaction, New York: Harper, (1935). 
1.25. Hunt J.W., ―Managing people at work‖, McGrow Hill-
(1986). 
1.26. Maslow Abraham, ‗Motivation and Personality ‗, Harper 
and Row, New York, (1970). 
1.27. Mirza S. Salyadain., ―Human resources management‖ Tata 
McGra-Hill, New Delhi, (1979). 
1.28. Mumfold, E. ―Work Design ―, A Method for Achieving 
Job Satisfaction and Efficiency ―, Management, Business 
School, (1976). 
1.29. Reynold, L.G. & Shister, J.A.A. Study of Job Satisfaction 
and Labour mobility, Harper and Raw, New York, (1949). 
1.30. S. Kamleshwar Rao. Job satisfaction and work motivation, 
Published by Printwell, Jaipur. (1996).  
1.31. Smith P.C., Kendell, L.M. & Hulin, C.L. The Management 
of Satisfaction in Work and Retirement, Rand McNally and 
Company, Chicago, (1969). 
1.32. Smith, H.C. Psychology of Industrial Behaviour, McGraw-
Hill, New York, (1955). 
1.33. Weir, Mary, Ed. ―Job Satisfaction: Challenge and 
Response in Modern Britain‖, London, Fontana, (1976). 
 
2. Thesis  
2.1. Aniruddhsinh Vala: Job satisfaction of teacher at Talaja 
taluka primary school, Unpublished Dissertation, Saurashtra 
University, Rajkot (1978). 
2.2. B.S.R. Anjaniyulu: A study of job satisfaction in secondary 
school teachers on the education of Pupils with reference to 
251 
 
the state of Andhrapradesh, Unpublished Ph.D. Thesis, M.S. 
University, Baroda (1968). 
2.3. D. J. Bhatt: Personality determinations of job-satisfaction of 
college teachers in Saurashtra Region of Gujarat, 
Unpublished Ph.D. Thesis, Bhavnagar University, 
Bhavnagar (1987). 
2.4. Dineshchandra .O. Joshi: A study of the job satisfaction of 
the secondary school teachers Dabhoi taluka, Unpublished 
dissertation Gujarat University, Ahmedabad (1985). 
2.5. Dipeshkumar D. Asondariya: A study of achievement 
motivation adjustment and job satisfaction of Vidyasahayak 
Teachers of Saurashtra-Kutch, Unpublished Ph.D. Thesis, 
Saurashtra University, Rajkot (2008). 
2.6. Girirajsinh D. Gohel: A study of job satisfaction of 
secondary school teachers of Mahuva-Talaja taluka, 
Unpublished dissertation Bhavnagar University, Bhavnagar 
(1980). 
2.7. Hansa B. Vegadva: A study of job satisfaction of female 
secondary school teacher of Rajkot city. , Unpublished 
dissertation, Saurashtra University, Rajkot (1977).  
2.8. Harina L. Joshi: A comparative study of job-stress, job 
involvement and job satisfaction of B.Ed. trainee and B.Ed. 
trained teachers of Saurashtra Region of Gujarat State, 
Unpublished Ph.D. Thesis, Saurashtra University, Rajkot 
(2004). 
2.9. Harishbhai N. Tapodhan: A comparative study of the job 
satisfaction and job attitudes of secondary school teacher of 
Ahmedabad city, Gatishil  Shikshan, (1994) . 
252 
 
2.10. Harishbhai N. Tapodhan: A comparative study of the job 
satisfaction and job attitudes of secondary school teacher of 
Ahmedabad city, Gatishil  Shikshan, (1994).  
2.11. J. C. Goyel: A study the relationship along attitude job 
satisfaction, adjustment and professional interests of teacher 
Education in India, in M.B.Buch (Ed.), Third survey of 
research in Education, New Delhi, N.C.E.R.T. (abstract), 
(1980). 
2.12. Jamal S.: A study of organizational commitment in relation 
to occupational stress, job satisfaction, employees‘ morale 
and socio-emotional school climate. Unpublished Ph.D. 
Thesis, V B S Purvanchal University, Jaunpur. Indian 
Educational Abstract (2006). 
2.13. Jayalakshmi: Multivariate analysis of factors affecting job 
satisfaction of engineering teachers, In M.B.Buch (Ed.) 
Second survey of research in Education, Baroda, Abstract, 
(1974).  
2.14. K. D. Nayak, : A study of adjustment and job satisfaction of 
married and unmarried lady teachers, In M.B. Buch (Ed.) 
Fourth survey of research in Education, New Delhi 
N.C.E.R.T. (abstract) (1982).  
2.15. K. Prasad: A study of job satisfaction among Secondary 
schools of Saurastra, Unpublished Ph.D. Thesis, Bhavnagar 
University. Bhavanagar.(1964) 
2.16. K. U. Lavingia: A study of job satisfaction among school 
teachers, Unpublished Ph.D. Thesis Gujarat University, 
Ahmedabad (1974). 
2.17. Kalpna B. Nair: A study of the job satisfaction of the 
primary school teachers of Himmatnagar taluka, 
253 
 
Unpublished dissertation Gujarat University, Ahmedabad 
(1990). 
2.18. Kalpnaben P. Rathava: A study of job satisfaction of 
municipality organized primary school teachers of Baroda 
city, Unpublished dissertation Gujarat Vidyapith, 
Ahmedabad (1998). 
2.19. M. V. Vyas : The job satisfaction of primary teachers‘ with 
reference to their sex, marital status and educational 
qualification, Unpublished Ph.D. Thesis, Saurashtra 
University, Rajkot (2001). 
2.20. Madhurika R. Jadeja: A study of the job satisfaction values 
and problems of in service female teachers, Unpublished 
Ph.D. Thesis, Saurashtra University, Rajkot (1997). 
2.21. Manhar J. Thakkar: A study of the job satisfaction of 
principals of secondary school of Saurashtra., Unpublished 
Ph.D. Thesis, Bhavnagar University, Bhavnagar (1995). 
2.22. N. K. Porwal: Personality correlates of job satisfaction of 
higher secondary school teachers, In M.B.Buch (Ed.) Third 
Survey of research in Education, New Delhi, N.C.E.R.T. 
(Abstract) (1980).  
2.23. N. V. Kolte: Job satisfaction of primary school teacher, In 
M.B. Buch (Ed.) Third Survey of research in Education 
New Delhi, N.C.E.R.T. (1978). 
2.24. R. K. Chopra: A study of the organizational climate of 
schools invocation to job satisfaction of teachers and 
student‘s achievement. In M.B. Buch (Ed.), third survey of 
research in Education. New Delhi, N.C.E.R.T. (1986). 
254 
 
2.25. Rasiklal Darji: A study of job satisfaction of primary school 
teachers of Himmatnagar taluka, Unpublished dissertation, 
Gujarat University, Ahmedabad (1992). 
2.26. S. I. Patel: A study of the job satisfaction of municipality 
organized primary school teachers of Baroda city, 
Unpublished dissertation, M.S. University, Baroda, (1993). 
2.27. S. P. Gupta: A study of job satisfaction at three levels of 
teaching, M. B. Buch (Ed.). Third survey of research in 
Education, New Delhi, N.C.E.R.T. (1986). 
 
3. Journals and Periodicals 
3.1. Arti Bakhshi, Kuldip kumar, Shalu sharma and Ambika 
sharma: Job satisfaction as predictor of life satisfaction; A 
study on lecturers in government and private colleges in 
Jammu, Prachhi Journal of Psycho-cultural Dimensions, 
24(2), (2008). 
3.2. Arya P. P. Work satisfaction and its correlates. Indian 
Journal of Industrial Relations, 20(1), (1984). 
3.3. Bhattacharya, K. and Ghosh, S. N. motivation forces and 
some forms of withdrawal behaviour – An Empirical Study. 
Decision, 11(2), (1984). 
3.4. Bindhu, C. M.  Relationship between job satisfaction and 
stress coping skills of primary school Teachers. Educational 
Tracks. Vol.6, No.5. (2007). 
3.5. Choudhury (Das). S. R: Professional awareness vis-à-vis 
job satisfaction of college and university teachers in Assam. 
Educational Tracks. VOl-6, No- Indian Educational (2007).  
255 
 
3.6. E. P. Locke and Weiss H. M: Organization behaviour: 
affect in the workplace, Annual Review of Psychology 53, 
(1976).  
3.7. F.J. Smith, K. P. Scott and Hulin: Trends in job related 
attitudes of managerial and professional employees, 
Academy of Measurement Journal (1977).  
3.8. Gardon: A factor analysis of human needs and industrial 
morel, Personal Psychology, New York, Mc. Graw Hill 
(1955).  
3.9. Gujarat State Gazetteers. Directorate of Govt. Print., 
Stationery and Publications, Gujarat State. (1969) 
3.10. Harter, J. K., Schmidt, F. L., & Hayes, T. L. Business-unit 
level relationship between employee satisfaction, employee 
engagement, and business outcomes: A meta-analysis. 
Journal of Applied Psychology, 87. (2002). 
3.11. Herzberg, F., Mausner, B., Peterson, R. O., and Capwell, D. 
F. Job attitudes: Review of research and opinion. 
Pittsburgh: Psychological Service of Pittsburgh. (1957). 
3.12. Herzberg, F., Mausner, B., Peterson, R. O., and Capwell, D. 
F. Job attitudes: Review of research and opinion. 
Pittsburgh: Psychological Service of Pittsburgh, (1957).  
3.13. J.  Nicolas, S. Gayatridevi and  A. velayudhan: Perceived 
overqualification, job satisfaction, somatization and iob 
stress of MNC Executives,  Article in Journal of the Indian 
Academy of Applied Psychology, Vol. 35, no.2. July (2009) 
3.14. Jawa,S. Anxiety and job satisfaction. Indian Journal of 
Applied psychology, (1971), 8. 
3.15. Kapoor and Rao: Job satisfaction of teachers, Journal of 
Educational Psychology, (38). (1969). 
256 
 
3.16. Maslow, Abraham. H. "A theory of human motivation." 
Psychological Review 50, (1943). 
3.17. Mehndi, S. G. and Sinha, J. N. A study of relationship 
between neuroticism and job satisfaction in School 
Teachers. Indian Journal of Applied psychology, 8, (1971). 
3.18. Misra, V. Job satisfaction in peaceful and disturbed textile 
industries. Indian Journal of Industrial Relations, 18(4), 
(1983). 
3.19. N. C. Morge: Satisfaction in the white collar Job, An Arbor 
Institute of Worth Regear, Journal of Applied Psychology 
(1953).  
3.20. Ostroff, C. The relationship between satisfaction, attitudes, 
and performance: An Organizational Level Analysis. 
Journal of Applied Psychology, 77, (1992). 
3.21. P. C. Smith, L.M. Kendall and C. L. Hulin: Measurement of 
satisfaction in work and retirement. Chicago: Rand 
McNally (1969). 
3.22. Parvati s.  Ghanti and Jagdeesh: School organization 
climate and job satisfaction, Article in Indian Journal of 
Psychology and Education, 39(2), (2008).   
3.23. Rain, J.S., Lane, I.M. & Steiner, D.D. A current look at the 
job satisfaction/life satisfaction relationship: Review and 
future considerations. Human Relations, 44, (1991). 
3.24. Rajgopal K. Productivity and job satisfaction of textile 
mills. Productivity, 6. 12. (1965) 
3.25. Rathod M. B. and Verma M. A study of job satisfaction of 
teachers in relation to role commitment. MERI Journal of 
Education, vol. 1, No.1 (2006). 
257 
 
3.26. Rode, J. C. Job satisfaction and life satisfaction revisited: A 
longitudinal test of an integrated model. Human Relations, 
Vol 57(9), (2004).  
3.27. Schneider, B., Hanges, P. J., Smith, D. B., & Salvaggio, A. 
N. Which comes first: Employee attitudes or organizational 
financial and market performance? Journal of Applied 
Psychology, 88, (2003). 
3.28. Sharma B. R. Determinants of job Satisfaction among 
industrial workers. Viklapa, 5, (1980). 
3.29. Shrivastava and Sharma: The relationship between job 
satisfaction and job and Management Labors studies, 
(1988). 
3.30. Sinha, D. and Sharma, K. C. Union attitude and job 
satisfaction in Indian workers. Indian Journal of Applied 
psychology, 46, (1962). 
3.31. Sinha, D. and Singh. P. Job satisfaction and absenteeism, 
Indian Journal of Social Work, 21 (4), (1961). 
3.32. T. A. Judge, Thoresen, C.J. Bono and G. K. Patton: - A 
qualitative and quantitative review, Psychological Bulletin 
(2001).  
3.33. The Harvard Professional Group. Three hallmarks of a 
career position. (1998). 
3.34. Ting, Yuan. "Determinants of job satisfaction of federal 
government employees." Public Personnel Management 26, 
no. 3: 313. (1997).  
3.35. Vasudev, P. & Rajbir. Correlates of job satisfaction 
amongst industrial workers, Indian Journal of Social Work, 
37, (1976). 
258 
 
3.36. Weiss HM, Cropanzano R. Affective events theory: a 
theoretical discussion of the structure, causes and 
consequences of affective experiences at work. Research in 
Organizational Behavior, (1996).  
3.37. Yarriswamy, M. C.: Individual need strength, locus of 
control, job involvement and burnout of teacher-educators 
of teacher training institutes in the state of karnataka in 
relation to their job satisfaction. Ph. D. (Edu) Indian 
Educational (2007). 
4. Other Materials 
4.1. Bhavnagar Municipal Corporation Dairy, 2007-2008 
4.2. Bhavnagar Municipal Corporation Disaster Response Plan – 
2008 
4.3. Bouvier's Law Dictionary, Revised Sixths Edition (1856) 
4.4. Jamnagar Municipal Corporation Dairy, 2007-2008 
4.5.  Oxfoard Advance Learner‘s Dictionary Seventh Edition. 
4.6. Rajkot Municipal Corporation Dairy, 2007-2008 
4.7. Rajkot Municipal Corporation Dairy, 2008-2009 
 
5. News Papers 
5.1. Aajkal, Edition Rajkot.  
5.2. Akila Edition Rajkot. 
5.3. Sanj Samachar Edition Rajkot. 
5.4. Economic Times 
5.5. Economical Express 
5.6. Times of India 
5.7. Business Standard 
 
259 
 
6. Wibliography 
6.1. http://209.85.175.132/search?q=cache:22aN_AZMOsAJ:W
WW.answers.com/topic/job-satisfaction.  
6.2. http://members.rediff.com/Lavu/Ormscpts.html#Bhart.  
6.3. http://www.amc.com 
6.4. http://www.bhavnagar.com/history.asp.  
6.5. http://www.expressindia.com/latest-news/gujarats-top-four-
municipal-corporatiopns-get best position credit ratings 
6.6. http://www.fallingrain.com/world/IN/9/Bhavnagar.html. 
6.7.  http://www.ias.ac.in/currsci/apr252004/1165.pdf.  
6.8. http://www.harvardpro.com/careerjobs5a.htm.  
6.9. http://www.hindu.com/2005/12/14/stories/20051214063113
00.htm   
6.10. http://www.ipma-hr.org/pubs/ppm/ting.html 
6.11. http://www.surat municipal corporation.com 
6.12. http://www.udd.gujarat.gov.in/Default_files/MuniCorp.hmht
tp://dgllnoida.gov.in/history/bhavnagar.htm.  
6.13. http://www.vadodaracity.com/cdp_pdf/Link%206.pdf.  
6.14. http://www.vadodaracity.com/contact.htm.  
6.15. www. rmc. Gov. in 
6.16. www.bmc.Gujarat.gov.in. 
6.17.  www.google.com.  
6.18. www.junagadhmunicipal.org 
6.19. www.mcjamnagar.com. 
6.20. www.theory.fifr.res.in/bombay/amenities/orgs/bmc.html. 
6.21. www.wikipedia.org 
 
  
260 
 
Appendix-I 
A COMPARATIVE STUDY OF JOB SATISFACTION AMONG THE 
EMPLOYEES, BASED ON SELECTED BACKGROUND 
VARIABLES, OF MUNICIPAL CORPORATION IN GUJARAT:    A 
STUDY OF SAURASHTRA REGION. 
Questionnaire 
Part -1 
Personal profile  
Please tick (√) your answer 
Name: 
_________________________________________________________ 
1. Cadre of job: Class – 1, Class – 2, Class – 3, Class – 4 
2. Gender:  Male,   Female  
3. Marital status: Married,   Unmarried 
4. Type of family: Joint, Separate 
5. Age: Below 25 year, 25 to 50 year, Above 50 year  
6. Length of service: Below 5 year, 5 to 15 year, Above 15 
year 
7. Brought up Environment: City, Small city, Urban area  
8. Category: General,   Reserve 
9. Educational Qualification: Below H.S.C., Graduate, Post 
graduate, Other qualification  
10. Educational Stream: Arts, Commerce  Science  Other 
11. Place of the job: Own district, Other district  
12. Annual Income: Below 1,50,000, 1,50,000 to 2,50,000 
Above 2,50,000  
13. Social Economic Status: Lower, Middle, Higher  
14. Physical Health: Weak, General, Good,   
15. Work Environment: (Tick any one) 
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1. I feel my work is like fulfilling my hobby.  
2. I feel pleasure in doing my work.  
3. I am satisfied with my work at present.  
4. I get bored frequently from my work.  
5. I hate my work.  
 
16. Family Tension: (Tick any one) 
1. There is no tension in my family.  
2. There is tension in my family.  
3. At certain occasion there is difference of opinion in family 
members and difference are resolved.  
4. Very often, whenever I am with my family there is some 
difference of opinion and some time the balance of mind get 
disturb.  
5. It‘s very difficult to be with my family member as the interface 
with them always put me under family tension.  
 
17. Family environment: (Tick any one) 
1. After office hours I go home and spend most of the time with 
family.  
2. After office hours I pass most of the time with friend circle.  
3. My family members feel my absence whenever I remain outside 
the home.  
4. My family members do not feel my presence in my family.  
5. My family members move with me in all the function.  
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Part-2 
 
Sr. Questions S.S. 
 
S. 
 
N. S.D. S.D.A. 
1 Are you satisfied with your pay 
and other monetary benefit, you 
receive     for your present job? 
     
2 Are you satisfied with the 
behaviour of your colleagues? 
     
3 Are you satisfied with the team 
spirit in your work environment? 
     
4 Are you satisfied with the morale 
of the people with whom you 
work? 
     
5  Are you satisfied with superior 
authority in the organisation? 
     
6 Have you confidence and trust in 
your senior colleagues? 
     
7 Is there enough opportunity of 
your progress in this 
organisation? 
     
8 Are you satisfied with the 
reasonableness of your work 
responsibilities? 
     
9 Are you satisfied with authority 
given to you to discharge your 
duties effectively in the 
organisation? 
     
10 Are you satisfied with your ability 
to maintain a reasonable balance 
between family life and work life? 
     
11 Are you satisfied with your job 
security given to you? 
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12 Are you satisfied with the amount 
and frequency of informal praise 
and appreciation you receive from 
your supervisor? 
     
13 Are you satisfied with the 
organisation provides you, good 
numbers of fee and subsidies 
facilities eventually leading to 
better situation? 
     
14 Are you satisfied with promotion 
system? 
     
15 Does the management give due 
recognition to the satisfactory 
work done by employees? 
     
16 Are you satisfied with the 
autonomy given to you to do your 
work? 
     
17 Are you satisfied with the 
organisation as a place to work?   
     
18 Are you satisfied with the 
grievance handling procedure and 
justice given to the employees? 
     
19  Are you satisfied with the 
incentives and other motivational 
practices adopted by 
management? 
     
20 Are you fully satisfied with the 
evaluation of performance? 
     
21 Are you getting dignified 
treatment from management? 
     
22 Does the organisation promote 
team efforts for getting work 
done? 
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23 Have you full sense of 
accomplishment of your job? 
     
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
Scoring Procedure 
 
 
 
 
 
egi.no. 
Cedre 
of job 
Gender 
Marital 
Status 
Type of 
Family 
Age 
Length of 
Service 
Brought 
up Env. 
Catogary Edu.Quali 
Edu. 
Stream 
Place of 
job 
annual 
income 
Soci. Eco. 
Status 
Physical 
Health 
Family 
Envi. 
Family 
Tention 
work 
Envi. 
Score 
1 4 1 1 1 2 1 2 1 1 4 2 1 2 2 1 1 2 81 
2 4 1 1 1 2 2 2 1 1 4 2 1 1 2 3 2 2 40 
3 4 1 2 1 1 1 1 2 2 2 2 1 2 1 5 3 2 84 
4 4 1 1 2 3 3 3 1 1 4 2 2 1 1 2 1 1 47 
5 4 1 1 1 2 2 2 2 2 1 1 1 2 2 1 1 2 96 
6 4 1 1 1 1 1 3 2 2 1 2 1 1 2 2 2 3 89 
7 4 1 1 1 2 3 1 1 1 4 2 1 2 3 1 1 1 91 
8 4 1 2 1 1 1 3 2 1 1 2 1 1 3 5 2 4 35 
9 4 2 1 1 2 1 1 1 2 2 1 1 2 2 1 1 3 78 
10 4 1 1 1 2 2 2 1 3 2 1 1 2 3 1 1 2 89 
11 4 1 2 1 1 1 1 2 4 2 1 1 2 3 1 3 3 46 
12 4 1 2 2 2 2 1 2 4 4 1 2 1 3 1 1 1 58 
13 4 2 1 1 3 3 3 1 1 4 1 1 2 2 3 2 3 75 
14 4 1 2 1 2 2 2 2 1 1 1 1 2 1 3 1 2 95 
15 4 1 1 1 2 2 2 2 2 2 1 1 2 1 3 1 3 40 
16 4 1 1 1 3 3 3 1 1 4 2 1 1 1 4 4 4 56 
17 4 2 1 2 1 1 1 1 2 2 2 2 1 2 1 3 4 89 
18 4 2 1 1 2 1 2 2 3 2 1 1 2 3 1 1 3 91 
19 4 1 1 2 3 3 3 1 1 4 2 2 1 1 4 2 4 59 
20 4 1 2 1 1 1 1 1 2 2 1 1 2 3 3 3 3 73 
21 4 1 1 1 2 2 3 2 1 4 2 1 1 2 3 3 4 64 
22 4 2 1 2 1 1 1 1 1 4 2 2 1 2 1 2 4 67 
23 4 1 1 1 3 3 3 1 1 2 1 1 2 2 1 3 4 59 
24 4 2 1 1 1 1 2 2 2 3 1 1 2 3 1 3 3 71 
25 4 2 2 1 1 1 2 2 2 3 1 1 2 3 1 1 2 92 
26 4 1 1 1 1 1 3 1 2 2 2 1 1 2 1 3 3 53 
27 4 2 1 2 1 1 2 1 1 4 2 2 1 2 3 4 4 45 
28 4 1 1 2 3 3 3 1 1 4 1 2 1 1 4 4 4 59 
29 4 1 1 2 3 3 3 1 1 4 1 2 1 1 4 3 4 57 
30 4 2 1 2 2 1 2 1 1 1 1 2 1 2 3 3 4 43 
31 4 1 1 1 3 3 3 1 1 1 2 1 2 1 5 5 4 73 
32 4 2 1 2 1 1 1 2 2 1 2 2 1 2 3 3 4 79 
33 4 1 2 1 3 3 3 1 1 4 2 1 1 1 5 4 4 75 
34 4 1 1 1 1 1 3 2 2 3 1 1 2 3 1 1 1 99 
35 4 1 1 1 1 1 1 2 2 3 1 1 2 3 1 1 1 93 
36 4 1 2 1 3 3 2 1 1 4 2 1 1 1 4 4 4 65 
37 4 1 2 1 2 2 3 2 2 3 1 1 2 3 1 1 1 87 
38 4 1 2 1 1 1 1 1 2 2 2 1 2 3 1 3 3 83 
39 4 1 1 1 1 1 1 1 2 2 2 1 2 3 3 3 3 47 
40 4 1 1 1 3 3 3 1 1 4 2 1 1 2 3 3 4 54 
41 4 2 1 2 1 1 1 1 2 1 2 2 1 2 1 3 4 53 
42 4 1 1 1 3 3 3 1 1 1 2 1 1 2 1 3 4 49 
43 4 2 1 1 1 1 1 1 2 3 1 1 2 3 1 1 1 94 
44 4 2 1 1 2 1 1 1 2 3 1 1 2 3 1 1 1 85 
45 4 1 1 1 3 3 3 2 1 4 2 1 1 1 5 3 4 56 
46 4 1 1 1 2 2 3 1 1 4 2 1 1 2 3 3 3 63 
47 4 2 2 2 1 1 1 1 1 4 1 2 2 2 3 3 4 42 
48 4 1 1 2 2 1 2 2 2 3 1 2 2 3 1 1 2 91 
49 4 1 2 1 3 3 3 1 1 2 2 1 2 1 5 4 4 39 
50 4 1 1 1 2 2 1 2 2 2 1 3 2 2 3 3 3 74 
51 4 2 1 2 2 2 1 2 2 2 1 3 2 2 3 3 3 67 
52 4 2 2 1 2 2 1 1 2 3 1 3 2 3 3 1 1 93 
53 4 2 2 1 1 1 1 1 3 3 1 1 3 3 1 1 1 63 
54 4 1 1 1 2 1 2 1 2 2 1 1 3 3 3 3 1 99 
55 4 2 2 2 2 1 2 2 1 4 2 2 1 2 5 4 4 53 
56 4 1 1 1 2 1 1 1 2 3 1 1 1 3 1 1 1 77 
57 4 1 2 2 3 3 1 2 2 1 2 2 1 1 5 3 3 38 
58 4 1 1 1 1 1 1 1 1 4 1 1 1 2 5 4 4 63 
59 4 2 2 2 3 3 3 2 3 2 2 2 1 1 3 1 2 59 
60 4 1 1 1 2 1 1 1 2 3 1 1 2 2 5 3 1 99 
61 4 2 2 1 1 1 1 2 2 3 1 1 2 3 1 3 2 98 
62 4 1 1 1 2 2 2 1 3 2 2 1 2 2 1 1 1 100 
63 4 2 1 2 2 1 2 2 2 2 2 2 2 3 3 3 3 56 
64 4 1 1 1 2 2 3 2 1 4 2 1 1 2 5 4 4 69 
65 4 1 1 1 2 2 3 2 1 4 1 1 1 2 5 4 4 47 
66 4 2 1 1 3 2 2 2 2 2 1 1 2 2 1 3 3 99 
67 4 1 2 1 1 3 3 1 1 4 2 1 1 3 1 4 4 53 
68 4 2 1 1 1 1 1 1 2 2 1 1 2 3 1 3 2 99 
69 4 2 1 1 2 1 1 1 2 3 1 1 2 3 1 1 1 96 
70 4 1 2 1 2 2 2 2 1 4 2 1 1 2 1 3 3 67 
71 4 2 2 1 1 1 1 1 2 2 1 1 2 1 1 3 3 44 
72 4 1 1 1 1 1 1 1 3 2 1 1 1 3 1 1 4 59 
73 4 1 2 1 2 1 3 1 2 1 1 1 1 3 1 1 3 63 
74 4 1 1 1 2 2 2 2 2 2 2 1 2 3 3 2 3 67 
75 4 1 1 2 2 2 1 2 1 4 2 2 2 3 1 1 4 77 
76 4 2 1 1 1 2 2 2 3 2 1 1 2 3 1 3 2 81 
77 4 1 1 1 3 1 3 1 2 1 2 1 1 2 3 3 3 57 
78 4 1 2 1 3 3 2 2 1 4 1 1 1 1 5 3 3 71 
79 4 1 2 1 3 3 1 1 1 4 2 1 2 1 5 2 4 45 
80 4 1 2 1 3 2 1 2 1 4 2 1 1 2 3 2 4 58 
81 3 1 1 2 1 2 3 1 2 1 2 2 2 3 1 1 2 93 
82 3 1 1 1 2 2 1 1 2 2 1 1 2 3 1 1 3 99 
83 3 1 2 1 1 1 1 2 2 3 1 1 2 3 1 3 2 87 
84 3 1 1 1 2 2 2 2 1 2 1 1 2 3 2 4 1 75 
85 3 1 1 1 3 3 1 2 1 1 1 1 2 2 5 2 1 72 
86 3 2 1 1 2 2 1 1 1 2 1 1 2 2 1 1 2 93 
87 3 1 1 1 2 3 3 2 2 2 1 1 2 3 1 3 3 103 
88 3 1 2 1 2 2 2 1 3 2 1 1 2 3 3 2 1 99 
89 3 1 1 1 2 1 1 1 2 2 1 1 2 3 1 1 1 105 
90 3 1 1 2 2 2 3 1 2 2 1 2 1 2 1 3 1 56 
91 3 1 1 1 1 1 1 2 3 2 2 1 2 3 1 1 1 98 
92 3 1 1 1 1 2 3 1 3 2 2 1 2 3 1 1 3 89 
93 3 1 1 2 2 2 3 1 3 1 1 2 2 3 1 1 2 90 
94 3 1 1 1 1 2 2 1 3 1 2 1 2 3 1 2 2 97 
95 3 2 2 2 1 1 3 1 1 1 1 2 1 3 1 4 2 78 
96 3 1 1 1 2 1 3 2 2 2 2 1 2 3 5 4 3 92 
97 3 1 1 1 3 3 3 1 1 1 1 1 1 1 5 2 2 85 
98 3 1 1 1 3 3 2 1 1 1 2 1 1 2 1 4 4 66 
99 3 2 1 2 1 1 2 1 2 2 1 2 2 3 1 3 1 96 
100 3 1 1 1 3 3 1 2 1 2 1 1 1 1 3 3 4 82 
101 3 1 1 1 3 3 1 2 1 2 1 1 1 1 3 3 2 80 
102 3 2 1 2 2 2 3 2 2 1 2 2 2 3 5 1 2 90 
103 3 2 1 1 1 1 2 1 3 2 1 1 2 3 1 1 2 89 
104 3 2 1 2 1 1 3 2 3 1 1 2 2 2 1 1 1 102 
105 3 1 1 1 3 3 2 1 4 4 2 3 1 1 1 3 2 84 
106 3 1 1 1 2 2 2 1 2 1 1 1 2 2 2 2 3 98 
107 3 1 1 1 3 3 3 1 1 1 2 1 1 1 1 5 4 46 
108 3 1 1 1 3 3 2 2 2 2 2 1 1 2 5 3 3 81 
109 3 1 1 2 2 2 3 1 2 2 1 2 1 1 2 4 3 49 
110 3 2 1 1 3 3 2 1 1 3 2 1 2 2 3 2 1 96 
111 3 2 1 2 1 1 1 2 3 1 1 2 2 3 1 1 1 87 
112 3 2 2 1 1 1 1 2 3 1 1 1 2 2 1 3 1 99 
113 3 1 1 2 3 3 2 1 1 2 2 2 1 2 3 4 4 79 
114 3 2 1 1 2 2 3 1 2 1 1 1 2 2 3 3 1 95 
115 3 1 1 2 3 3 3 1 2 1 1 2 1 2 5 4 3 93 
116 3 2 2 1 2 1 1 2 4 4 2 1 2 2 3 2 3 44 
117 3 1 1 1 3 3 2 2 1 1 1 1 1 1 1 3 3 93 
118 3 2 2 1 1 1 2 1 1 2 2 1 2 2 5 3 3 96 
119 3 1 1 1 3 3 3 1 2 3 1 1 2 2 1 2 2 64 
120 3 2 1 1 1 1 1 1 3 3 1 1 2 3 1 1 1 99 
121 3 2 1 1 1 1 1 1 3 3 1 1 2 3 1 1 2 97 
122 3 1 1 1 2 1 1 2 4 4 2 1 2 2 5 2 2 38 
123 3 1 1 2 2 2 2 1 2 2 1 2 1 2 2 3 3 96 
124 3 2 1 1 2 2 1 2 3 2 1 1 2 2 1 3 1 88 
125 3 2 1 2 2 1 1 2 3 3 1 2 2 3 1 1 1 99 
126 3 1 1 2 2 2 3 1 1 2 2 2 1 2 3 4 4 41 
127 3 1 1 2 3 3 3 2 4 4 2 2 1 2 3 4 4 67 
128 3 2 1 2 2 2 2 2 2 2 1 2 2 2 1 4 2 63 
129 3 1 1 2 2 2 1 2 2 1 2 2 1 1 5 3 3 75 
130 3 1 1 1 1 1 2 2 3 3 2 1 1 2 1 3 4 97 
131 3 2 1 1 1 1 1 1 3 2 1 1 2 3 1 1 1 100 
132 3 2 1 2 2 2 3 2 2 2 1 2 2 3 1 1 2 98 
133 3 1 1 2 2 2 2 2 2 3 1 2 2 3 3 3 3 53 
134 3 1 1 1 2 2 3 2 1 1 2 1 1 2 4 4 3 56 
135 3 1 1 2 1 1 2 1 2 1 2 2 1 3 2 2 4 68 
136 3 2 1 2 2 2 3 1 2 2 1 2 2 2 1 3 3 69 
137 3 2 1 1 2 2 3 1 3 2 1 1 2 3 1 1 2 93 
138 3 2 1 2 2 2 2 2 2 3 2 2 2 1 4 4 3 37 
139 3 2 1 2 2 2 1 2 2 1 2 2 2 1 3 3 3 61 
140 3 2 1 2 2 2 1 2 1 4 2 2 1 2 5 3 4 59 
141 3 1 1 1 3 3 1 1 1 2 2 1 1 1 1 3 4 72 
142 3 2 1 2 2 1 3 1 2 1 2 2 2 2 1 3 4 58 
143 3 2 1 2 2 1 3 1 2 1 2 2 2 2 1 3 4 63 
144 3 1 1 2 2 2 1 2 3 3 1 2 2 2 2 3 3 82 
145 3 1 1 2 3 3 3 1 2 2 2 2 1 1 4 4 4 57 
146 3 1 1 2 3 3 3 1 2 2 2 2 1 1 4 4 4 66 
147 3 1 1 1 1 1 2 1 2 3 1 1 2 3 2 3 1 102 
148 3 2 1 1 1 1 2 1 3 3 1 1 2 3 1 1 2 99 
149 3 2 1 1 2 2 1 2 2 3 1 1 1 3 1 1 2 93 
150 3 1 1 2 2 1 3 2 1 4 2 2 1 1 5 4 4 41 
151 3 1 1 2 2 1 3 2 1 4 2 2 1 1 5 4 4 57 
152 3 1 1 1 2 2 2 2 1 4 2 1 1 2 4 3 4 47 
153 3 2 1 2 1 1 1 1 2 2 1 2 2 2 1 3 3 53 
154 3 1 2 1 1 1 1 2 4 4 1 1 2 3 1 2 1 97 
155 3 1 2 1 1 1 1 2 3 3 1 1 2 3 2 1 1 95 
156 3 1 2 1 1 1 1 1 3 2 1 1 2 3 2 1 1 99 
157 3 2 2 2 2 1 1 1 3 2 1 2 3 3 1 1 1 92 
158 3 2 1 2 1 1 3 1 1 4 2 2 1 2 1 3 4 56 
159 3 1 1 1 3 3 2 2 1 1 1 1 1 1 4 4 4 45 
160 3 1 2 1 1 1 1 1 3 3 1 1 2 2 2 1 1 105 
161 2 1 2 1 1 1 2 1 2 3 1 1 2 3 2 1 1 97 
162 2 2 2 2 2 2 1 2 3 2 2 2 3 3 1 1 1 70 
163 2 1 1 1 2 2 2 2 4 2 1 1 2 2 1 2 2 99 
164 2 1 2 1 1 1 3 2 4 3 1 1 2 3 3 1 2 104 
165 2 1 2 1 2 1 3 2 4 3 1 1 2 3 1 1 2 98 
166 2 1 2 1 1 1 3 1 4 3 1 1 2 3 5 1 3 103 
167 2 1 2 1 1 1 2 2 4 4 1 1 2 3 3 1 2 97 
168 2 2 1 2 2 1 3 2 4 2 2 2 2 3 5 4 2 68 
169 2 2 1 1 2 1 2 2 3 3 1 1 3 3 1 1 1 101 
170 2 2 1 1 2 1 2 2 3 3 1 1 3 3 1 1 2 99 
171 2 1 2 1 2 2 2 2 4 3 1 1 3 3 5 3 1 98 
172 2 1 1 1 3 3 3 1 3 3 2 1 2 1 3 2 3 49 
173 2 1 1 1 2 2 3 2 4 2 1 1 3 2 1 3 2 104 
174 2 1 2 1 1 1 3 2 4 2 2 1 2 3 2 1 1 98 
175 2 2 1 2 2 1 2 2 3 1 1 2 2 3 2 2 2 100 
176 2 1 2 1 2 1 1 2 4 3 1 1 2 3 2 1 1 101 
177 2 2 1 1 2 2 2 1 3 3 1 1 2 2 3 3 1 100 
178 2 2 2 1 1 1 1 2 4 2 1 1 2 3 5 1 1 86 
179 2 2 1 1 2 1 3 2 4 1 2 1 2 2 4 2 3 46 
180 2 2 1 1 2 2 2 1 3 2 1 1 3 3 1 3 2 98 
181 2 2 2 1 2 1 3 2 4 3 1 1 2 2 1 1 1 103 
182 2 1 1 2 2 1 3 2 3 3 1 2 2 3 1 3 2 77 
183 2 1 2 1 2 1 1 2 4 2 1 1 2 3 1 1 1 93 
184 2 2 1 1 2 2 2 1 3 2 1 1 3 3 3 3 1 95 
185 2 1 1 2 3 3 3 1 4 2 2 2 2 2 5 4 4 53 
186 2 1 1 2 3 3 3 1 3 1 2 2 2 3 5 4 4 47 
187 2 2 2 1 2 2 2 2 4 3 1 1 3 3 1 1 1 101 
188 2 1 1 1 2 2 2 1 3 2 2 1 2 2 3 4 3 73 
189 2 1 1 2 3 3 3 2 4 2 2 2 2 3 5 4 4 99 
190 2 1 2 1 2 1 2 1 3 3 1 1 2 3 2 1 2 91 
191 2 1 2 1 2 1 3 1 3 3 1 1 2 3 2 1 1 90 
192 2 1 2 1 2 1 2 1 3 3 2 1 2 3 2 3 2 42 
193 2 1 1 2 3 3 1 2 4 1 1 2 2 1 4 4 4 51 
194 2 1 1 2 1 1 1 2 1 4 1 2 2 3 2 3 2 97 
195 2 2 1 1 2 2 1 2 4 3 2 1 3 3 1 3 2 103 
196 2 2 2 1 1 1 2 1 3 1 1 1 2 3 1 3 1 105 
197 2 2 1 2 2 2 3 1 3 1 1 2 2 2 1 4 4 53 
198 2 2 1 1 2 1 2 1 4 3 1 1 2 3 1 3 1 102 
199 2 1 2 1 2 1 3 1 3 2 1 1 2 3 2 1 1 92 
200 2 1 1 1 2 2 1 2 4 3 2 1 2 3 1 3 2 88 
201 1 1 1 2 3 3 2 1 4 1 2 2 2 1 3 4 4 67 
202 1 2 1 2 2 2 2 2 3 2 2 2 2 2 5 3 3 79 
203 1 2 1 1 2 1 3 2 3 3 1 1 3 3 1 1 1 98 
204 1 1 2 1 1 1 1 2 3 3 1 1 2 3 2 3 2 93 
205 1 2 1 1 2 1 2 1 4 1 2 1 2 2 4 4 4 63 
206 1 1 1 2 3 3 1 1 4 2 2 2 2 2 3 4 4 86 
207 1 2 2 1 1 1 1 2 4 2 1 1 2 3 1 3 1 73 
208 1 1 2 1 2 1 2 2 4 3 1 1 2 3 2 1 1 89 
209 1 1 1 1 3 3 3 1 3 2 2 1 2 1 3 4 3 75 
210 1 2 1 1 2 2 2 2 4 3 1 1 3 3 1 1 1 100 
211 1 1 1 1 3 3 2 1 3 1 2 1 2 2 3 3 2 74 
212 1 2 2 2 2 2 3 2 4 3 1 2 3 3 1 1 1 93 
213 1 2 1 1 1 1 2 1 3 1 2 1 2 2 3 3 4 53 
214 1 2 2 2 1 1 3 2 4 3 1 2 2 3 3 3 1 99 
215 1 1 2 2 2 2 2 1 2 4 2 2 2 3 4 2 4 69 
216 1 2 1 1 2 1 2 2 4 4 1 1 2 3 3 3 3 74 
217 1 1 1 2 2 2 3 2 4 4 1 2 3 3 3 1 2 103 
218 1 2 2 1 2 2 2 2 4 4 1 1 3 3 1 1 1 101 
219 1 2 2 1 2 1 3 2 4 3 1 1 3 2 3 1 1 106 
220 1 1 2 1 2 2 2 1 4 3 1 1 2 3 1 3 1 101 
221 1 2 1 2 2 1 3 1 4 2 2 2 2 3 4 4 3 82 
222 1 2 1 2 2 1 1 2 4 1 1 2 2 3 5 4 4 65 
223 1 1 1 2 3 3 3 1 3 2 1 2 2 1 4 4 4 87 
224 1 2 1 2 2 2 2 2 3 2 2 2 2 2 3 4 4 83 
225 1 1 2 1 2 2 3 2 4 3 1 1 2 3 1 1 1 97 
226 1 2 2 1 2 2 2 1 4 3 2 1 2 3 1 3 1 99 
227 1 2 1 1 1 1 1 2 3 3 1 1 2 3 1 1 1 106 
228 1 2 1 2 1 1 3 1 4 1 2 2 2 2 3 3 3 73 
229 1 1 1 1 3 3 3 1 3 1 2 1 2 3 4 4 4 59 
230 1 2 1 2 2 1 3 1 4 1 2 2 2 3 3 4 3 67 
231 1 1 2 1 2 2 2 2 4 3 1 1 2 3 2 1 1 98 
232 1 1 2 1 2 2 3 1 3 1 2 1 2 2 2 2 3 87 
233 1 2 2 1 2 1 3 2 4 2 1 1 2 3 2 3 1 89 
234 1 2 1 2 2 2 3 1 4 2 1 2 2 2 1 3 2 89 
235 1 2 1 1 3 3 1 2 4 3 1 1 3 2 5 3 2 98 
236 1 1 2 1 2 1 2 2 4 3 1 1 2 3 2 1 1 99 
237 1 1 2 1 2 2 3 2 4 4 2 1 2 3 2 3 1 100 
238 1 2 1 2 3 3 1 1 3 2 2 2 2 2 4 4 4 6 
239 1 2 2 1 2 2 2 2 4 3 1 1 3 3 1 1 1 97 
240 1 1 2 1 2 2 1 2 4 3 1 1 3 3 2 3 1 86 
 
